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ABSTRACT . -

This document is a synthesis of the literature on the
selection of public school teachers and admiy, - strators. The
emphasis is on implications of research for practitioners--
namely, the hiring officials in school systems.

Most school districts have no established policy for the
selection of school teacherg or administrators. Upon reviewing
the literature in this area, one must conclude that educators
could learn much from business and industry where the imoortance
of the executive selection process is recognized and extensive,
systematic selection programs are more frequently used.

There :are many information sources which are used in the “
se]ectioﬁ:orocess (e.q., interviews, academic 9redentia1s,"per— g . s
sonal references, recommendations of student teacher supervisors
or previous employers, and various tests OF inventories). The per-
sonal interview is the infdrmation-qatherinq techniaue most util-
ized, and it is likely that the interview will remain the most im-
portant selection procedure. Interestinq1yﬁenouqh - seldom .do
the h1;1ng officials in the schools have any training in 1nterv1ew
techniques. One of the major problems in the evaluation of teacher/
administrator cand1dates has to do with the auality of the measure-

ment devices. Research has shown that interviews can be made more

objective and reliable by the use of predetermined interview formats
and rating schemes. Certainly, the interview shou]d serve as more
than a formality intended to lead to a "gut- 1eve1 " global 1moresswon
of a candidate. Other sources of informatiqu are important also.

,

J




-

Where possible, objectivity in measurement is desirable; however,

subjective evaluations of candidates are also necessary. [ifferent

kin&s of information, measured by different techniaues, are nre-

dictive of different "components" of success in teachina or adminis-

tration. Reliability of candidate ratinags can also be enhanced by
the involvement of several people in the selection Droces§f A
teacher or administrator is not hired fo work in isolation, but

3

rather to wog& cooperatively witﬁ various aroups. Thus, input from
various administrators, teachers, oarents.and even outside coﬁgul-
tants would be of use to thosplmaking hiring decisions.

For the selection of teachers, the most widely used and valued
selection criteria are student teaching performance, communication .
skills, various 6ersona1ity traits, academic credentials and Dhysjca]
appearance. The first three are reasonably aood vredictors of as-
pects of later teaching success. Research has not shown the fourth,
academic credentials, to be highl. correlated with teacher ratings;

however, the samples which must be used in these studies can only

consist of individuals who have successfully completed a teacher

education program and been hired as teachers, Since academic cre-

dentials ore an important orereauisite, thev are a principle basis
. 7 .
for selection, and so the samples are homdtieneous with respect to

academic qualifications. This tends to mask the relationship between

previous academic performance and teaching performance which most
likely exists. Selected teachers are Drobablv not as homogeneous

with respect to the other (nonacademic) predictor variables. There

iv

is no evidence of a relationship between appearance and teachina success.

Other factors sometimes considered in the selection process but which do
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not appear to be good predictors o%:on-the—job perfoirmance are
1Q, participation in general professional education courses,

scores on National Teachers Examinations and philosophy-of edu-
cation. One mu;t remember that new teachgrs have probably not

~
been involved in the education orofession long enough to have

developed their ow;v21ear philosonhies of education. Tifere are
probably even many teaching skills which they should not be ex-
pected to have mastered. There is considerable res€arch evi&ence
suggesting there is substantial "teacher growth" during the first
few years in the profession. .

The~lists ‘uf crﬁteriavused for selecting school administrators
are not unlike those used fb( selecting teachers. fhe research
s1iterature does, however, single out 1éadership potenfﬁa] and evi-
dence of various related skills (e.g., groun, communica ion, com-
munity relations skills) Qs being especially important for adminis-
trators. One's ohilosophy of education appears to be a more im-
porfant consideration in selecting an administrator than it is in
teacher selection. Factors which are continually used in administra-
tor selection, but which are apparently jrrelevant in terms of pre-
dicting administrator perf&rmance, are sex, age, marital status and

length of teaching experience: (It is important that administrators

"have some teaching experience, but more, than four or five years of

teaching i- unnecessary. ) Unforﬁpnate]y, there is very definitely a

"po]iﬁica]" aspect to the-administrator selection process as well.
There is overwhelming evidence that the effectivenzss of

di fferent selection criteria denehds larqely on ;he nature of”the

local "environment" (i.e., the school, the district or the local




I

vi
community). -Certain criteria seem to work ig one instance, but

not in another. Thus, the expectation that a common set of pro-
cedures and criteria will work-in ail situétions is unreasonab]e:

Se]ection-criteria‘mﬁgzrge’established at the 16ca1"HT§fF?EE"BF”””"“~~_M«“*~“M~’
even school level. They must be tai]oréh to the unique goals,
valugs, philosophies and needs of each district or school. This
'is not to say that a new principal, for example, must have the
exact same values and phi]osophigs as those that have predominated
in-a narticujar system for years. In fact, the deg;ee to which a
candidate is an innovator and offers a new perspective is an impor-
tant thing for hiring officials to consider in 1§ght of the changing —
needs and goals of their systems. Of cdurse, selection cniteria'for
both teaching and administrative positions would be much more effi-
cient if théy were tailored to the specific vacancies as we]].‘
The research on equity in teacher/administrator selection is
primarily status research which indicates that women and minorities
tend to be underrepresented--especially in administrative positions.
Tha majority of the recommendations for alleviating this problem
are fairly obvious and easily summarized: (1) recognize the problem,
(2) take action bv actively recruiting members of the underrepre-

sented groups.

, A
General Recommendations
The following recommendations QTerge from the review of the

literature on teacher/administrator selection:

1. Develop a systematic program of selection. The hiring of
a teacher, or adgministraior is an important investment.

‘], 3
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11.

Actively recruit if necessary. The job mayket is tight,
and even the most capable candidates would be receptive.
For example, asking someone at a teacher education insti-

_tution the names of the most promisiiig’ graduates could do

no harm. - , v

Use research. Findings summarfzed in this report and in
the original documents could be useful in establishing
procedures and criteria. .

Involve several people in beth the develooment of the
program and the evaluation of candidates. Several neople
will have to work with a new teacher ox administrator--
they should have some input in the selection process.
Consultants, perhaps from teacher education institutions,
may be of some service. ‘ ‘. .

Use a variety of information-gathering methods and selec-
tion criteria. Different methods are appronriate for
different kinds of information, and different criteria
relate to different components of on-the-job performance.

Establish selection criteria locally--at the district or-
even school Jlevei. For some criteria, this may require
some simple, but on-aoing local research. ¢

Tailor selection criteria to specific vacancies.

There is no shortage of candidates, and therefore no reason

to hire someone without superior academic credentials. One
strategy might.be to screen candidates initiallyv based on
academic criteria. Personal and professional qualities of

the more promising candidates may be assessed in later stages.
(Keep in mind, some qualities may be developed after a teacher
has taught for awhile.)

Do not underestimate the importance of either objectively
or subjectively gathered information on candidates. How-"
ever, it i§ advisable to increase objectivity where appro-
priate. For example, interview guides and rating forms
and standard forms for recommendations can be heloful.

Many of the criteria valued by educatorg are difficult to
measure. The interview remains an importént means of
evaluating candidates. Extensive, planhed interviews can
accomplish far more than superficial interviews which may

be mere formalities. Personal contact with supervisors

of "finalists" may provide far more information than' student
teacher evaluation forms. '

Give candidates as much informatjon as possible about the
position and "en\ironmental factors." Self-selection on

the part of candidates can simnlify and improve the selec-
tion process. - )

-~
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13.

viii

The success of selection practices requires continuous
monitoring. * No matter how qood a selection proaram is,

there will be some teachers and administrators who do - v
not "work out." Some losses due to occupational changes

must be. expected, esDecva11y among young peonle. However,
knowledge of the specitic reason¢ versons do not work.out

and the characteristics of those individuals can be .useful B
to tie 1mprovement of seiect1on cr1ter1a.¢,,,,.—~‘ T
Cont1nua11y mon1f0r the representat1on of different grouos,

angd actively recruit members of those groups which are
underrepresented in both teaching and administrative pusitions.

AN

.
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. Thexselection of a teacher or school administrator constitutes a

most important decision.” The purovose of this document is to provide
o

the decision makers with a synthesis of ‘the existina knowledge base

pertaining to 'selection orocedures and criteria.

This review represents the work of one person workinq_aoprdxi-,
.

mately twenty-five days searching, compiling, reading, organizing, '
writing.and editinq; Therefore, it shbu]d not be considered all in-

clusive of the available literature. Nevertheless, over two hundred

—-——

references are‘d?;eq here}n, and together thev.provjde‘a fairly com-
prehensive’ "picture" of the available. knowledae of“?eacher/adminis—
trator selection practices. The litgrature Eéarcﬁﬁorgée§s involved
both comoutei;assisted and manual search of ERIC documents and
dissertation abstracts. The Education indei‘and the Current Index ¢
to Journals in Education were also he]pfﬁ], and of course, bibliogra-
phies of reports and articles themselves were an invaluable sdurcé of
information. . , :
The literature consists of both reports of researéh findings and

_position statements or recommendations of individuals, professional

P

groups or other agencies.  The emphasis in the main sections of inis
. - \ s

R

~n

-

report, with a few excéptioﬁi, is on research findinﬁs'from the last .

ten or fifteen years, while the non-research literaiure is incorpor-
. - . .
ated into the summary sections.
Hard decisions reqarding the scope of Qh{s feview had.to be

made. For example, research on teacher/administrator effectiveness

.
*

e s




is not summarized in this document. While the studies investiqating
P L&

the effectiveness of selection procedures and criteria generally

involved measures of on-the-job success, one must assume those -
C . /

measures reflected someone’s informed judgment about effectiveness

in teaching or administration. Analyses of on-the-job effectiveness

J

constitute another vast domain of educatioral reseaich. The names

Good Brophy, Sykes, Flanders, Berliner, Rvans and Turner come to

m1nd as 1eaders in that area

The literature summar1zed in the last chapter on equity is

-

also Timited in scope to documents dealing directly with the

selection process or w1th the status of women and m1nor1t1es in ed-
ucation professions. Again, another related area of research that
. dealing w1th the issue of equality of opportunity in educat1on had °

to be "shortchanqed" in this review. . ; ‘

The intent of this document is to serve‘as a starting.point for

&

school adm1n1strators fhte:eited in estab11sh1nq or improving their
hile

se1ect1on pract1ces Whi t provides no "simole answers," the re-

»

view contains a great deal of information which should be considered

L]

by anyone tashed"with the responsibi]itytof selecting teacherS'or
other administrators It is very likely that the reader w111 want
to refer to some of the original documents cited here1n.Jf he or- she
is comm1tted to establishing a vastly improved se1ect1on\nrogram.

*
s e

. . 7
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xii
Introduction

This paper results from the real need of school administrators for

an improved selection process for teacher and administrative positions.
The specific instance that prompted the production of . this document was

a request from local school officials to a Colorado Board of

s

Cooperative Educational Services to assist them in qyéﬁématizing their
’ H

personnel selection procedures, so that their selecéions would be more

Y

effective. X

We think it important, however, that readers underéland that this is
not a review of the literature on how existing systems of selection
ought to be changed or replaced with alternative systems. Rather, Kahl
gives us a é;scription of what wight best be called the "state-of-the-
art" in teacher and administrator selection and, at the samqu“me, a
léok at how the state-of-the-art can be improved without major
overnaul. That is, Kahl's Jecommendations seek to make improvements

without recourse to sweeping\reforms or high-powered outside

consultants, but with cheap #}d easy modifications that can be

instituted in most school gy ms.

While all of thl's findings are true generally, and his suggestions
valid and feasible, there are two distinct areas of concern-~although
not so much with the study itself but with the approp;iateness of the
application of its findings in particular circumstances.

First, the "status quo" the paper describes varies sharply from the

unique situations of numerous rural and small schools. (See the
attached remarks of Paul Nachtigal, Director of McREL's Rural Schools

Project.) Especially in this region, with its significant numbers of




xiii
. ’
rural and small schools, this faises an entirely different set of‘
issues, oriat least creates a2 different perspective on those same
issues that the paper discusses.
Similarly, the situation of women and minorities within the teacher
and administrator selection process -~ the topic of this paper's third
chapter -- mgst be viewed from a different pérspective. Women and ®
minorities, as the studies and statistics Kahl’cites ?mply demonstrate, .
have a sgecial problem: they to: often do not get through t?e selection
"system," and for very different icasons that white male candidates do
or do not get throu%h that same ”system.”- s
Kahl faces the situation squarely, noting the patterns of hiring .
underrepresentation for women and blacks. He also notes that other
minorities and the handicapped have been "virtually ignored" in the
literature on this topic. He makes the point that women are sometimes
at an even greater disadvantage than Blacks, that women and blacks
typicaIly have more qualifications than white males that hold similar
positions, and that "last hirgﬁ& first fired" is still a reality.
Certainly, Kanl's remarks én tﬁL issue are cogent, making implications
not only to education, put to society ln general.
And he makes recommendations as well, pointing out ways agencies and

institutions can correct inequities in hiring patterns. These

~a——

recommendations, as systematic att@mpts to enforce change, all hinge on
one factor, though, that == if present within any institution -- makes
affirmative action plans and court-mandated hiring systems redundant:
an administrator at a decision-<making level who is committed to equity.
That one administrator, such as the president of a college, or the

superintendant. of a school district, is capable of "breaking the cycle"

15




x1v
through thé conscious act of recruiting and hiring minorities, thereby
éreating an atmosphere conducive to progress in equity. Without that,

:affirmative active and "concerted effort" are little more than the
words "we do not discriminate on the basis of..." prinled at the bottom
of a job announcement., It remains true éhét the educational system's
selection, process still operates on the basis of persornality, the
who-you-know-not-what-you-know system of attitudes that created the

prevailing inequity in the first place. .

David F. Trujillo
Director of Publications

McREL



®Selection of Teachers and School Paministrators® —- some comments re

the Small School.

[ 4

Kahl's paper seems to confirm the observation of our ([the
Educational Commission of the States] rural education improvement study
concerning the fact that education tends to be perceived as a generic ! \

enterprise. In ohly two of the studies cited is there a recognition

.

that_ the issues of teacher/adminig;rééor selection may be different .in
e

small rural schools. (Halgrgn/3968, and Culhane 1964)

il

-
-

”Cglhgggtr£0r~exiﬁple, concluded that in large schooi districts
more importarice is_assigned to criteria which are oriented inward
toward the values o£ﬁ5§3fessional education, while in small ] e
districts more importance is assigned to criteria which are
> oriénted toward the social systems outside the school."
The author cancludes,"Perhaps the latter is a luxury larger
systems cannot enjoy considering their heterogeneity". While this is
no Joubt true, our findings suggest that\éhe tightly knit rural social

2

structure results in éhe school and the community operating as one

integrated social system and, thereforé, &f\teacher selection is to be
successful, securiné a hiéh degree of match between the values/life .
style of the individual and the community is imperative. My guess is
that more teaching/administrator assignments in small communities are
terminateﬂ because of one reason or another they do not "fit" the
community than because'of professional inadequacies. And since there
is such diversity i; rural communiéies, securing a good fit is not
always easy. In many midwest towns with a strong religious influence,
expectations for social conduct will be narrowly defined and teacher

behavior closeiy watched. My first job in a small ranching community

in the Colorado Rockies represents the opposite extreme. While being




interviewed for the superintendency, I was informed that the last
e person Lo.hold that position was "run out of town" because he tried to
raform the imbibing habits of the locals. "Sharing the bottle" during-’
e half time of basketball games with members of the school board was
expected of the superintendent. |

o
Since the quality of educational programs is so people~dependent

»
-

in small schools, and since staff turnover continues to plague small R

schools, negating the continuity required for quality program, much

- more attention needs to be paid to the problems of teacher/
\

administrator selection. It is my experience that "locals“>\those who

e

have either grown up in the community or whosé values are sufficiently
congruent that they wish to stay, and the “tranéients" whose values lie
.more with ghe "profession", e.y. more 1ji*neral/urban, and therefdfe
suffiéientl& in conflict with the local social structure to insu;e
short tenure. Ferhaps the primary criteria for sélection of sﬁall

school teachers should be "community fit" and if this results in

selecting individuals with professional deficiencies, staff development

provisions should be initiated to help overcome these deficiencies.
- “. It has not been too long ago and in fact may still be the
practice in ;ome smail communities to have teachers as well as
administrg' g interviewed by *board. Given the short tenure of
adminisé;;tors and their tendeﬁcigs to be more in tune with the
profession than the local community, this may not be a bad practice.

There may be some things McREL could contribute to the

nroblem.of teacher selection in small Schools.

1t D A AT T VT TR e _— o e .
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»

Good statistics are needed on teacher turnover by school size
and community type to get a better sense of the problem.

A study which would intervi a samplirg of short tenure
teachers in rural schoold alony with a sampling 6f those who
do 3tay might be useful in identifying the critical factors
of teacher/community match.’

Assuming this research provides some clues to teacher
selection re teacher/community match, training sessions for
boards and administrators could contribute to the creation of
a more stable teaching force in rural communities.

Through this process, McREL might also develop some expertise
in assisting school boards in administrator selection.

N\

Paul Nachtigal
Director, Rural Education Project
McREL




CHAPTER 1 -
TEACHER SELECTION.

The research on teacher selection is divided into two major
categories-~-procedures and criteria. Selection procedures are the

methods of gathering and using information on prospective teachers

while criteria are the specific items of information gachered. The

research on both procgdures and criteria seems to address two matters.
Status studies determine Whﬁch procedures and criteria are actually
used or valued by different groups. More evaluative studies investi-
gate the relative effectiveness or predictive qualities of different
practic?s or criteria.

Because of thé volume of matériél available on teacher/adminis-
trator selectioh, this réview will not deal with research on the
selection of college students for teacher education programs. That - T
research generally shows that academic credentials are relied on
most heaQily and that while periormance in teacher education courses
is fairly predictable, performance in student teaching and ultimately
success in teaching are not readily predicted by information used to
screen students for teacher education programs (Haberman; 1972;

Durflinger, 1963; Ulin and Belsky, 1971). Haberman conffnds that
admission Fo teacher education programs is a professional decision
and not a student right. Therefore, he suggests that professional
criteria shou]d‘be used in making this deéfsion instead of just aca-

demic credentials which predict performance as students, not telichers.

— PR USRI S Y}

More attention should be paid to specific behaviors, values and social-

~ problem orientation.
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used, (3) the interview was the most important factor upon which

2

Siéce the selection of candidates for teacher education programs
is made by college faculty members and is based primarily on previous
academic performance, it and the selection of teachers by school ad-
ministrators appear to be indenendent of one another. Actually the
former is Tarqely a self-selection process on the part of students.
Thus, research‘on that topic will not be reviewed. This does not
mean to say that the selection.of teacher education students and
the selection of teachers shouid be independert. In fact, one of
the implications of the discussion of teacher selection research which
follows is that greater coordination between school administrators and)
college or university faculties is required. Obviously, teacher ed-
ucators select the potential teachers from which school administrators

must choo.e.

<

Selection Procedures

Procedures Used

In a study of teacher éecruitment and selection practices in
Alabama, Hovater (1973) collectad survey data from 117 public school
systems. Among other things, he concluded that generally (15 written
school” board policies and procedures pertaining to teacher selection

did not exist, (2) written job descriptions/specifications were not

séTeg}icn was based, (4) written examinations were not used and (5)
AN
there was.no objective evaluation of selection practices even though

such eva]J;;?bn\ﬂés regarded as important.

A“éurvey of teacher selection techniques in 32C large school sys-
tems (systems with at léast 12,000 pupils) found selection procedures to

: AN
be generally inadequate (Sto11q:\if al, 1969). . Only a quarter of the

= e e i
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systems prepared job descriptions for vacancies. Less than 13% gave
examinations. In all systems, prospective teachers were interviewed,
but only 30% of the systems trained interviewers even though they were
expected to assess as many as thirteen characteristics in a relatively
short period of time. A1l of the systems asked for references, and
25% sought testimonials from friends of the applicants, a practice of
.questionab1e value. In only 40% of the systems, were candidates ob-
served in actual teaching situatioﬁs, and such observations were not
extensive. The authors conc]uéed that selection was based primarily
on academic records, interviews, recommendations and performance eval-
uations (of previous employment or student teaching). Many systems
did use conditional selection which meant that teachers were hifed on
aprobationary basis at first. In larger systems it appeared th;t more
screening than selection was Qeing done. In smaller districts, al-
though actual observations were used more, "hunch rejections and
global perusals" were se1ec£ion techniques. "Manykof the techniques
which were used in teacher selection apparently were dictated more by
expediency than by reasoned and knowledgeable considerations of what
are the best selection procedures.” |

May and Doerge (1972) identified information$1 and procedural items
regarded as useful in teacher selection by school administrators in
Louisiana. The follgowing items-Were considered to be very useful to
essential: application fdrms, references, certification records, inter-
views, evaluations by former employer, academ%c recofds, use of job de-

scriptions or specifications, involvement of principals and supervisors

« @ E

and the use of a plarned program of teacher recruitment and selection.

Again the same four information sources emerge as most important--records




er credentials, interviews, references and evaluations.

A 1972 survey of personnecl directors iﬁ 1a}ge school systems
(having more than 50,000 students) determined that four major
measures were used in teacher selection (Deneen et al, 1972). The
h measures and their "weijhts" were college c¢rades, 5-30%; practice
tea%iing, 10-50%; references and recommendations, 10-70%; and the
National Teachers Examination, 5-45%. Actually the relatively hiah
weightings of &TE scores were based op a small number of districts
using the examination.

Yantis and Carey (1972) reported that the personal interview
and student teacher evaluations were considered the most important
information sources by a ilarge sample of superintendents and person-
nel directors in Michigan. Hiring officialg in several midwestern
states were in agreement with this f{nding, ranking the personal
interview and placement credentials far above other selection pro-
cedures in importance (Lesher and Wade, 1972). The credentials
those hiring officials considered most important were letters of
references from cooperating classroom teachers and college gtudent
teacher supervisors.

Neu (1978) interviewed thirty elementary orincivals in the Los
Angeles Unified School District. She found that the principals want
and do select their own teachers (as opposed to the district &akinq
administrative as;ignmentsa. The personal interview is used by all
principals, and yet principals héve had no formal training in selec-
tion or interview techniques. The principals did express that they

would like to have such training. Intuition is the deterriining

factor in a principal's selection of a teacher. An important obser-
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vation of Neu's is that the principals look for characteristics

\ , in teachers similar to their own, indicating a strong socia{iziqg
\ effect of the school district. The role of attitude congruence in <
Xg‘ . selection is discussed'in a later section.
T A general finding in the 1iterature‘}s that established written
T A policies for the selection of néw“teachers in a district are all

but nonexistent. A study of seventy-four superintendents and sqpoo]
board members investigated the reasons for this situation {Morse,

1963). Apparently such written policies are regarded as additional

*+ burdens, and administrators fear they will result in inflexibility -
with respect to hiring practices.

Relative Effectiveness of Procedures

For a se]e;tion procedure to be valuable, it, like a test, must
~ be both reliable and valid. Reliability refers to consistency between
uses: For example, different users should come un with the same find-
ings with respect to the same teacher candidates, or the same user
should arrive at the same results were he or she to repeat the pro-
cédure. A valid prdcedure accomplishes its purpose. Thus, if a pro-
cedure generally results in, the se]ection of effective teachers, it
would be considered valid. This same discussion applies to selection
criteria which are %tovered in subsequent sections. Actually the dis-
tinction between procedures and criteria is somewhat arbitrary since
procedures are general ways of measuring criteria. The reséérch re-
ported in this and the previous sections has not dealt with what .
specific factors are rated by observers or what questidns are asked

~N
by interviewers or what items of information are included in records

or what specific variables are measured by pshchological inyentoriés.\
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These specific factors .are-t *f%ifﬁ??gl In this ;;ction, the re-
search on the re]iabi]i;y and validity of general procedures is
reviewed. f%_should be récognized that particular procédures may
be @ore appropriate for measuring particular criteria.

Reynolds (1976) conducted a study involving 66 raters (princi-

pals, teachers and university supervisors). Each rater was asked

- - T T T
.to rank 24 student teachers in re‘at1dﬁ\to\hgﬂ\fhe rater globally

perceived subject performance based on a "pérformance package" con-
sisting of a videotaped lesson by each subject, a vjdeotaped inter-
view ahd A resume. The interview data was signifigant1y correlated
with the lesson data and resume information, but the latter two

»

were not correlated with one another. The author concluded that the

' "interéiew should be retained as the-primary method of hiring pros-

pective teachers as long as global evaluation systems are ‘used."

0f course, since other procedures may address different factors

|
which are important, ithis research suggests that many different

apbroaches may be used but not independently. In other words, multi-
plé procedyres aré desirable. Significant correlations were found

bq%ween rater groups; thus, it seems that ratings of principals,

teachers and supervisors can be equally as .useful in the hiring process.

Grandgenett (1972) conductea a study in which 10 school personnel
o%ficers were asked to rate 10 teacher candidates on the basis of 15-
m?nute interviews. The judges were then asked to rate the candidates
again after seeing the candidates in a Qideotaped téachiJa\demonstra—
tion to determine if the additional information would significantly
change the inftia1 ratings. It did not. However, the author noted
that the lack of agreement among thd Judges for both ratings could

have masked any effect due to the videotape. This study is cited be-

25 .
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_ cAuse it ca]}sfattention to the measurement prdﬁ]em dhatagtfristic
;in much of the research on the gffectiveness of teacher selection
procedures and criteria. :
Another study compéred the resuits of these selection proced-
ures: (1) traditional methods (1nterV1ew and review ofscredentials),
%, (2) traditional methods plus Tive observat1on of teaching performehce

“and (3) ;raditiona] methods nlus observat1on of teaching via videotape
(Stone, 1972). It was found that -the live observat1on and the 1nter—
view had siganificant effects on su1tab111ty dec1s1ons wh11e the o
videotape observations did not. The 11ve cbservdt1on had a greatéer
effect than the 1nterV1ew in this studv _ i )

In another study wh1ch suffered from g lack of agreument of
raters using "either of two procédures bgtng 1nyest1qated, the two
dpproaches resulted in very different rahkinqs of fiventeachers by
twelve sdhoo] administratohs (Browne, 1971). Both methods invo]ved‘
the.review of_credehtia1 information; howevéh; onetalso required an

*interview while the otheh‘uti1ized videotape observation; had there
been greater interrater ré]iabi1ity, the finding of different rank-
ings would not necessarily be a problem. It might merely indicate
that very few subjects exhibit the valued characteristics in the two
situations, They may be the truly outstandﬁnq teachers. Certainly
juddes would be looking for different things in interviews and ob-
setvations Idealiy, two measures shou]d bechithy correlated with
what they are 1ntend9d to pred1tt (tearher effect1veness) but not
highly correlated with one another——otherw1se there wou]d be 1ittle
_point din using both.

4
A comparison of four information sources used in teacher selec-

“ tion-founv thdt scores on the Educational Values—-Inventory, the SRIL-

—
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Teacher Perceiver Interview and the Student Teacher Reference all

<

" correlated significantly with student Grade Point Average, but not
. . with one another (Baker, 1977). Mandala (197}) found that none of
the four information sources Baker studied were significantly cor-

. re]ated with measures of teaching performance Actua]ly, the ‘find-

SRy e R
1nqs of these two studies are not very, he]ofu] but the authors'

# {

«fae

recommendations, although nt" based on their findings, are important.

They concluded that any information source should be examined to

~— -
determine its effectiveness in each district in which it is used.
N i . _ In other words, information sources (as well as specific criteria)
‘ ‘ ~should be locally validated. ' N ‘ -
Ne]son (1975) had teachers, principals, department heads and
I personne] directors Usé severai-kinds of "credentials" for rating
teacher candidates. The raters were then asked to 1nd1cate.mh}ch
| credentials they regarded as most.jmportant.&\trhe four most important
;@ere: S %( o ' . ‘
o (1) standardized letters oﬁ{reference from c00perat1nq teachers
address1ng subject mastery, o]ann1nq skills, teach1nq abil-
{ , h ity, c]assroom 011mate, eva]uat1on sk111s and personal . ’ "
characteristics; . uﬁi “; ' " ' ‘ . . -
v “cz) ratinqs of candidatest&ith respect to objectives of methods
, ' . 'courses; - ) :r BN .
| ? B » (3) Wi deotapes - -of cand1dat°s teach;nq, -

- (4)° p1ctograoh rat1nqs of oﬁEo1dates by codper@kxgg teachers

enab11ng the compar1sons of cand1dates on items mentioned

» < N
) - »
v. 3

. . , 1n (‘1) . . .. . - ’

¢ v

This study d1d not show that this set of credent1als Wwas a better pre-
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s '““1ead“one~to*the—same*conc?us+on-~$he~SRI Pexcewver~method s-a—

-~

dictor of teacher effeetiveness than other sets of information.
However, this combination is viewed favorably in.that the raters
were more sure of their decisions based on its use. .

In anotrer study of the credentials used in teacher selection,
Arend (1973) found no relationshin between the credentials used and
later teaching performance. However, a higher proportion of poor
teachers were se]eeted without comnlete credentials. -

There is‘some evidence that interviews are not used to their
fullest potential. They either tend to be superficial; or when
more comprehensive informgation is obtained, it islof little sig-
nificance. Gonzalez (1967) round that "1) early assessment based
on an appra1sa1 of the applicant's confidential f}He, appearance
rating, and'the active interview wds significantly related to the
final decision, 2) biases seemed to\be formed early in the inter--
view process and were significant]y\rel“‘ed to the final decision."
Thus, 1mportant factors which cou]d\be related to subsequent on-the-
job performance and which {0u1d be assessed in 1nterv1ews may be

g

overlooked. =y .

Shoemake (1974) found that teachers selected by raters (prin-
cipals and assistant superintendent).using a predetermined interview
format were ultimately more successful in teaching than those\sel-
ected Ey raters using ao predeterminee interview format. The struc-
tured interview system was developed based on previous research on
selection criteria. )

The findings above might suggest the\?dvisability of an inter-

view system much like that developed by Selection Research Incorﬁer-

ated; however some evaluation studies of thé SRI method would not

S
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screening process whereby a set of prescribed questions are de- \\\\\‘\\\\
signed to evaluate teacher candidates in terms of personality
traits;" The method results in a quantitative score on the in-
terview which is in£ended to be used in conjunction with criteria
convenfionally used. Schillig (1975) found there was no differenée
in tea&hing performance between SRI Perceiver--hired teachers and
conventionally hired teachers. Furthgrmore, there was no signifi-
cant correlation betweén SRI Perceiver scores and teaching per-
formance scores. (The performance ratings were made by both

R students“and supervisors.) After'a three—yéér evaluation study of

) the SRI process, Millard and Brook; (1974) concluded tﬁE@Vthe SRI

process is most successful in identifying probably success in
teaching when the criterion of success is student rating and that
SRI is not equally effective in every district. The message from
these studies seems very clear--a predetermined, structured inter-
view can be quite effective but it should be either developed
lacally or l"tai]or'é’d" to fit the particular needs, values, attitudes
anq priorities of each district.

A slightly different tybe of research has examined the rela-
tionships between informational variables and selection decisions.
Bolton (1968a,b; 1969, 1974) studied the effects of four information-
format variab]eg on decision mak%an The asoects of decision making
of concern were consistency, fineness of descriminations, time and
feeling of certainty. He found the optimum format consisted of
instructions regarding information processing, a single summary
document, no maéking of information and interviews via audiovisual
means. (Masking refers to the exclusion of information that is not

exceptienal.) Bolton's study utilized fictitious teacher candidates. —

. " One should not éssume that the use of filmed interviews would be

2)
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superior to conducting live interviews; however, audiovisual

interviews are better than none. In related studies, Bauthues”

7

(1968, 1969) also found that the number of documents, instructions

and-mazking had effects on various aspects of selection decisions.

Hickey (196§j concluded that there is an optimum infﬁrﬁation Teve)
for the selection task;—éXCEeding\that level does not significantly
'improVe the quality of decisions. This findipé is consistent with
_a basic notion of multiple regression analysis ;hich is “that be-
* cause of intercorrelations among predictors, the use of additional

predicfgys does not necessarily add to the predictive quality of a

set~of predictors.

Selection Criteria

Criteria Used

As ras the case for general selection procedures, the research
on teach?r selection criteria fits into two categories--status-
studies #f criteria  used and studies of the relative effectiveness
of crite#ia in terms of how well they predict teaching success. In
a statuslstudy of selection criteria used in Louisiana scho&]s“(May

and Doer

e 1972), personnel directors ranked categories of informa-
tion-in ﬂhe following order of importance: °

"a. Academic criteria
b. Personal criteria
. C. Experience related to teaching
'd. Professional opinions
}e. Job requirements
f. Ré§u1ts of examinations
'g. Experience unrelated to teaching

h. Family background

F e mnaet o £ e Am— et itin | i i b 2 S s ot W v —————re a1 ey Y —— e =
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A survey of personnel directors in large New Jersey school
systems found the fo]iowing "weights" assigned.to different
critgria categeries: intellectual qualities, 20-50%; affective
qud]%ties, 20-50%; social qua]itjes, {0-40%; and physical qua]ities;
10-25% (Arend, 1973). Arend récognized the importance of muitip]e
criteria since no single criterion is particularly effgctiye used
in isolation, and he also acknowledgeu local district variation in
the valuing of different criteria. -

Thirty-one adminisprators from southern California school districts
stressgd the importance of coﬁ]ege supervisors giving attention to both
personal and professional characteristics in written evaluations (Rhodes
and Peckham, 1960). Personal qualities considered most important were
emotional poise, health and vitality and courtesy and tact. The prec-
fessional competencies of most importance were ability to p]an and
motivate lessons, knowledge of basic skills and development of pupil
morale.

A survey of over 500 superintendents and pérsonnel directors in
Michigan showed that the information in evaluations deemed most im-
portant pertained to attitudes of candidates toward children, teaching
and education in general (Yantis and Carey, 1972). The administrators
in that study clearly recognized the importance of Raving both objec-
tive and subjective components of evaluations.

School principals and superintendents in Mississippi ranked
effective use of English, student teaching performqnce and personal
appearance highest in terms of importance in teacher selection (Napier,
1975). Various academic credentials appeared next in the 1ist of rank-

ings, and background variables {race and environmert) and scores on

the National Teachers Exam appeared last. -Pased on these findings,—— ———

the researcher concluded that teacher candidates should not be Jjudged
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first by academic records, but rather by the way they communicate
in initia} contacts, letters and interviews. Actually, an opposite
conclusion wpuld not contradict the findings of this study. Initial
screening criteria will be discussed in the summary section of this
chapter. -

The results of a survey of hiring officials from 208 midwestern
school districts (Lesher and Wade, 1972) are consistent with those
of the Napier study dgs:ribed ebove. The charaétéristicé displayed
in interviews considered most important pertained %o appeardnce, self-

conf1dence and facility for verbal communication. Apparently, many.

relevant factors which cou]d be assessed effect1ve1y in interviews

e o —

are neglected. In regard to letters of app11cat1on, that a letter
be neatly written and grammatically correct'%s considered more impor-
tant ihan the relevance and originality of the content.

Wisconsin school administrators considered the 1ét;er of reror-
ence written fof‘student teachers by cooperating teachefs‘the most
important credential in a placement file (Mortaloni, 1974?.‘ The five
most important persona]QEharacteristics the administrators fa1t should
be described in sucH letters were:

a. Enthusiasm

b. Ability to benefit from advice
c. bependabi]ity

d. Cooperative attitude

e. Desire to work hard

The top five professional characteristics were;

_a. Understanding of children and their basic needs
b. Ability to maintain classroom control
c. Provision for individual differences
d. Personal and 1nterpersona1 relationships with children

e g~—AbtHty to-pltamwe ' tn—advante Tor Tessons
\



 avme e o e

. Cew e mewec e M e .= . - - " W e e v K3E an .

In a study involving forty-seven Néw Jersey school administrators,
Gaughan (1967)~f0und that the "factors}which adnﬁnjstrators con-
s{dered most frequeﬁt]y in deciding to employ or rejeet an applicant
were the applicant's attitude toward teaching and the impression the
administratbr formed as to how the applicant would get along with
students." . N .

Johnson (1976) surveyed 104 Ohio central office administrators
and principals and found the personal characteristics considered
most important in interviews ;o be neat physical appearance, good
verbal skills and emotional balance. Favorable letters of reference

from cooperating teachers and supervisors were considered most impor-

tant academic credentials, and among the most critical professional .

characteristics were clarity of professional goals, provision for

individual differences and enthusiasm. The Dartfcig§p§§ﬂigm§hg§_§§udy

also st?ong]y agreed that applicants should possess "a sound educa-
tional philosophy." The advisability of this latter criterion is
discussed in the summary section.

Several studies have found a basic general agreement between

3

various groups on selection criteria considered most importaﬁt and
least important (Blakeslee, 1967; Draayer, 1966; Brooks, 1967; Morse,
1963). The various groups are teachers, supervisors, principals,
central office personnel, superintendents and school board members.
‘Roberson (1976) found considerable agreement with respect to teacher
selection criteria}between school personnel direitor; from Louisiana
and Texas. Certainly the other studies djscussed so far in this

section give evidence of this consistency between states. Halgren

(1968) and Culhane (1964)ff0un3 that administrators from school dis*
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m»gf_i;di tr1cts nfvdtffengnt 31zes had, d1fferent att1tudes toward the value

R Nt

of part1cu]ar cr1ter13 ?thane, FOr example, conc]uded that in

- AT e,
e

large school districts more 1moortance is ass1qned to criteria which

£

. are oriented inward toward the values of professional education,
while in small districts more importance is assigned to criteria
which are oriented toward the social systems outside the schools.
Perhaps the latter is a luxury larger systems cannot enjoy consider-

ing their heterogeneity.

Some studies have been concerned with what might be considered .

"unintentional criteria." Rice (1975) found that irrelevant bio-
graphical information~is an important determinant in the evaluation
of prospective teachers by school administrators. In this study
"irrelevant" information referred to "out-of-role" behavior (e.q.,
personal lifeJ.

Taibl (1973) and Merritt (1970, 1971a,b) showed that attitude
congruence between interviewers and teacher candidates has an in-

fluence on employment decisions. "Principals are more attrac*ed to

candidates with attitudes about education that are similar to the{r '
own than %o candidates with attitudes dissimilar to their own even when

the latter are more highly qualified by objective measures of probable

I

competence” (Merritt; 1970, 1971a,b). Actually a principal must select
individuals who can work in an already existina system. Thus, atti-

; tude congruence is not necessarily a bad thing, but it should c%Ltain]y

not be at the expense of competence or based on attitudes irrelevant

to the school functions or teaching process. /

Predictive Quality of Criteria

In order to evaluate the predictive quality of teacher selection

e -a.- .-  criteria,.teacher.candidates! status-with respect to these criteria or . —

\ ‘ , 34
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"predictors:TI must be weighed against some ultimate criterion of
teaching effectiveness. Thus, researchers compute correlation °
coefficients between pre-employment information on teacher candid-
ates and post-employment performance. Unfortunately, there are
some serious, yet seemingly unavoidable, limitations in this
practice.

First, the definition and measurement of teacher effectiveness
are problems educational researchers have bﬁgn\wrestling with for
years. Uncertainty with respect to the first threatens the validity
of measures; and, of course, finding reliable measures is no easy
task in .itself. Thus, one eéds up wondering if the right thing is
being predicted (validity) and is left in doubt about the efficiency
of predictors sincé an unreliable measure of teacher effectiveness
can only lead to low correlations. Increased objectivity of measure-
ment can increase reliability; however, some validity can be sacri-
ficed if one measures only that whicﬁ i¢ easily measured objectively.
Clearly, subjective assessment.must play some part in teacher selection.

A second ‘major limitation of research in tp{s area has to do with
what s veferred to as the "restriction-of-range" phenomenon as it
affects correlation coefficients. If there is little variance in
either of two variables being correlated, a sizable correlation co-
efficient is not likely to be obtained. The correlations between
predict?rs and'later effectiveness can only be based on data from in-
dividuafé who hav; coTpleted teacher education programs and actua]]y
,been hired as teachers (in order to obtain a measure of on-the-sob

- performance). Consequently the résearcher is only dealing Qith indi-

viduals' on the upper ends of the distributions for many predictor
) ””«.\‘
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variables, since those not meeting the established criteria have

already been weeded out. This probTem is documented by Ledbetter

(1972) and McEwen (1972) among others. For research purposes, it

- would be best if personnel directors would gather their pre-employ-

ment data on individuals, then ignore it and randomly select new
teachers. In“this way they would be employing tgachers rearesentihg
the full range with respect to predictor variabies and probably with
respect to teaching effectiveness as well. Such a strategy would be
absurd, of course; but the fact that it cannot be used is a limitation
that must be kept in mind when one interprets the research. One other
concern re]ated to research in this area pertains directly to the

measurement of the criterion variable of teacher effectiveness. Fre- ~

/
/

quently, on-the-job performance is based, at least in part, on pr1nc1—
pals' ratings. Are principals unbiased when eva1uat1nq teachers they
themselves hired? Research by Erratt (1970) suggests that there are
times when they are not (

Like most 11terature reviews, the emphasis of thlS one is on the
moie recent research. However, some of the more extens1ve research
on the prediction of ‘teacher effect1veness was conducted in the 1940s

and 1950s. Much of that research is summar1fed in Wisconsin Studies

_of_the Measurement and Prediction of Teacﬁer Effectiveness (Barr et al,

1961). Findings from these earlier e dies have not outlived their’
usefulness. Thus, a few will be.d cribed here. -

Lins (1946) studied pr‘edicfé/g

A

s, student evaluations and student

rs of teaching efficiency measured
three ways--supervisors' rati
achievement gains. While/there was some variation in the "best" pre-

dictors of the three criteria, the items aenerally having predictive
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value were academic grades, supervisor ratings of studert teaching,

i

impressions of interviewers and various objective measures such as
grades in certain teacher education coLrses and performance on
standardized tests. Both subjective and objective data were useful
predictors. Objective data was more oredict%ve of pupil gain, while
subjective data had a slight edge in predicting supervisogy,ratings. o
Von Haden (1946) found some lack of agreement betwéen subjective

and objective predictions of teaching effectiveness. However, the .

primary concern of his study was subjective predictors which were

quite useful in predicting supervisor ratings‘of teacher success but
not as useful in predicting student evaluations of teachers or pupil
gain as measured by tests. The imbressions of interviewers seemed to
be éhe most effective subjective measures, better than ratings of “
teacher education instructors and practice teaching supervisors. Von
Haden concluded that objectiye and subjective evaluations predict
different aspects of teaching ability and performance. Thisf;bné{qsion

i
would indicate the importance of using both approaches in evaluating

teacher candidates. .
fhe results obtained by Jones (i946) whose major emphasis was
qgjectively measured prediétors, were consistent with Von Haaenﬂs
conclusiop about differences between cbjective and subjective measures.
He stated, "Whatever pupil gain‘measurES in re]at%on to teaching ability
is not that emphasized in sup;rvisory ratings.” High-school glass rank
was the best single ﬁfedictor of pupil gain. Other impéﬁiant predictors
were grades in particular teacher education courses, and scores on in-
terest and adjustment inventories.. . Ve
The remainder/pf‘fh{s section will present the key findings of mo}e

T s

recent reseirch pertai#ing to the effectiveness of specific predictor - —

L3 ’ M’

‘.
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vardab1es. Strdm and Larimore (1970) found four objective psy-
cho]ogica]‘measuresm@hich predicted teacher effectiveness measured

by teacher educator and principal ratings. The\four variables were

. two sca]es from the Ca]ifornid Psychological Inventory (CPI), one

scale of the Edwards Personal Preference Schedule (EPPS) and one -
scale of the Fundamental Interperscnal Relations Orientation (FIRO-B).
The two CPI scales were Achievement via Conformance and Femininity.
_A-person scoring high on the first is capable, codperative, organized,
responsible, stable, sincere, persistent Ahd values inte]]ectd&Tr
activity as opposed to coarse, stubborn, aloof, insecure, opinionated,
disorganized and pessimistic. High femininity scores are earned by
people who are appreciative, patient, helpful, gentle, perservering,
sincere, respeccful of others and sympathetic as opposed to outgoing,
ambi tious—ctive, rest]ess, blunt, direct, manipulative, opportunistic
with otrers and 1mpat1ent The EPPS scale of 1nterest is the Achieve-

ment scale which defines achievement as doing one's best to succeed

P

by skill and effort, tp exceed others in solving problems and to be

--.yecognized as an accomplished authority. This scale d1d‘po§“corre1ate
highly with the other predictor, the CPI--Achievement via Cbnformicy
scale--a good quality of predicters. The final predictor, FIR0-B--
Expressed Control, which measures a person's tendency to feel he con-
trols people, did not corre]gte highly with teacher_effectiveness, but
correlated highly with at least one other predictor. This variable is
what is called a "suppressor" var1ab1e and contributes indirectly to
the pred1ct1on of teacher effect1veness These four Dred1Ccors )

accounted for 88% of the variance in teacher effectiVeness in this

study (a .suspiciousTy high percentage).
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Another study uncovered a éfgnifiéant relationship between

"¢ teaching success and an early measure of democratic attitude

(Freehill, 1963). This attitude was measured by a $cale o~ the

Problems in Human Relations Test. Cole (1961) found that,ce:r:f;Eﬁn.~
data from the Minnesota.Multiphasic Personality Inventory and {rom
group Rorschach tests significantly correlated with ratings of

”

teachers by c1assroom observers while convgptiona] selection cri-
teria did not.ﬂﬂeaiésﬁbinteg‘;ut that the most logical exﬂ]anation
of this is the'brob]em descr?ﬁed at the beginning of this section--
namely, once candidates had met the established criteria (usually

academic ones), these criteria could no longer be useful in predict-

ing teaching success. The ranges of performance on personzlity

e

measures, hoﬁévé};—are‘not restricted after initial screenings.
Mascho et al (1966) found that Qrade point average by itself

is not a useful predictor of elementary school teaching competency
based on the Observer Scale. The Strong~Vocatioﬁa1 Interest Inven-
tory and theQMinnesota Teacher Attitude Inventory were not effective
predictors. Measures which weré 6?'some predjctive value were scales
from the Minnesota Multiphasic Persona]ity\Inventory (Introversion-
Extrovefsion, Mascu]injty-Femininity andpPsychasthenia) and scales
of the DF Opinion Scale (Cultural Conformity and Need for Precision).
Standardized tests of academic factors were not qood predictors;
however, the authors recognized that the subjects of this study, sur-

vivors of Drevious screening, were fairly homogeneous with respect to

these ac1idemic variables. Thus, the restriction-of-range ptoblem de-

. scribed'previous]y may again have masked the effect of these factors.

In another component of this study, subjective data from interviews
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. of college freshmen and sophqmoﬁes were highly Dredictive of pre-

serv1ce ratings of teaching succeSs ‘Personal character1st1cs

ascessed in these interviews were mot1vat1on, emot1ona1 balance,
social 1nte111gence, 1n1t1at1ve, speak1nq ability, insight, voice,
phys1ca1 appearance and groom1ng

Ort (1964) concluded thae academ1c credent1als (college grades
and standardized achievement test scores) and personality or attitude
inventories did not have predictive value.with respect to teaching
success.s The best predictors were impres%?ons of ana scale evaluations
by superv1sory persons.

. In a study “of over two hundred f1rst\year teachers in Ar:;ona,
Greaves (1972) found that "student teach1ng is Dred1c;1ve of first-
year teaching performance. . .grade point averages are predictive of
etudent teaching performance, but not predictive of first-year teaeh-
ing performance, and the variables ‘understands nupils. petenrtial 8s
a teacher, desire to improve and knowledge of subject, ' wnich are ob-
served in student teaching, when combined with grade point average in
teacher preparation courses are the best predictors of first-year :
teaching pe}formance." An important finding of this study resulted
from breakinq the criterion of teaching effectiveness down into
different components. Measures of student teacher characteristics
correlated differently with different componentshof ‘the crjtenion.
This demonstrates the multifaceted nature of both the predictors and
the outcome variahle ef teaching success.

Bueker (1972) noted that.a composite of academic credentials

(test scores, grade point average and student teaching grades) did

predict first-year teacher performance ratings. Another researcher,

v v e m——— s s o — —— S
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however, found no re]atﬁonsﬁ?p between six indebendent variables
taken siﬁg]y or in cp@bination and teaching effectiveness (Harned,
-1974).' The six vd??eeles were four personality test scores from
the Gordon Personal Profile, grade point ave}aqe in major area

and academic grade in student teaching.

~

. The following hiring criteria were usec¢ in the district used
in another stﬁdy (Short, 1977): interview rs' evaluations, aqe,

3 exoer;ence, qrade noint average, deqree, sex, race and Nationa1 '
Teacher Examinations. Of these, only interviewers’ eva]ua{1ons
corre]ated significantly with principals' global evaluations of
teachers dur1ng the1r f1rst year of teach1nq Quirk, Witten and

. i We1nberq (1973) ev1ewed studies of the validity of the National

Teacher Exam1nat1ons (NTE). They conciuded that the NTE scores
were poor predictors of on-the-job ratiigs of teachers. /
Sm1th (1969) discovered that none of a large number of tradi-

tional teacher selection criteria were significantly correlated

with tQirdjyear teacher ratings. Stumpe (1967) found Eﬁ%t only

JE
/

ratipgs of student teacher performance were predicti;7!of 1ater",
;

teaching success and that they were better for predi¢ting first-
year teaching performance thah third-year vmrformanée This
sugaests that we may be too concerned with pred1ct1nq "instant
success"” dnd tend to 1qn0re the possibility that peop]e "grow"
into good teachers over time. Perhaps researcHers should give
more attention to the pre-service characterisﬁics of those who are
considered effective teachers after a feh ye;rs of experience.
w An interesting study by Vukovich (1970) also showed student
teacher evaauations to be oredictive dT_;iﬁ;t-year teaching success
measuveﬂ"by principals® ratinas. Vukovichffbund‘fEEt g more—care=~
}4i




< , ' ful, systematic content analysis of the evaluations improved the
‘- . ~ accuracy of predictions. Apparently, specinc chgracteristics of
the evaluations differentiated successful versus unsuccessful
‘teachers. Successfud, teachers had superlative statements in their
student teaching evaluations, while such‘sﬁa}ements Qere absent
. from evaluations of‘the unsuccessful teachers. fdalifying state-
| : e ments were notably- absent from the student teachinq’eya]uétions
of successfu] teQéhers. The nature of descriptions of critical
inpigents differed for th? two groups as well. Thus, a censcien-
tious attempt to-analyze student teaéher evaluations in terms of
sppgr]ative statements, qug]ifying stﬁiements and critical incidents
R ‘could improve the orediCt%vé qua]ity.of such eva]uakionsZA‘ |
Another §tr;tegy for improving information on student teaching.
performarce is to leave less up to chance. Adams (1967) developed
a rating sheet which requived student teacher eva]uatérs to rate
the teacher candidates on svecific characteristics. While such
ratings must still remain subjective to some extent, at least the
prospective émp]Syer can be assured thgt information on particular
attributes of the candidates will not be omitted as théy might be
in purely narrative evaluations. Furthermore, reliability of mea-
surement shoulg be eﬁhanced, Dafa from the rating sheet devé]oped
by Adams did correlaté well with subsequent on-the-job ratings.
Such rating fOtTf are not uncommon; however, research cited previous-
1y in this review indicates that criteria that might be reflected in
these forms should be locally detérmined so that local values and
conditions are not ignored. ‘Specific selection criteria intended

for general use have not always been effective. Furthermore, rating

e e g rms—can—be—tailored’to fit the épepific vacancies as well. -
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Hale (1970) developed a special education teacher selection scale
and demonstrated its usefulness.

Thg importance of ."Tocal tailoring” sugaests that districts
should incorpdrate into their policy Brovjsions for the on-going
evaluation of the gffectiveness of their own selection criteria.
Unfortunately, this type of "ocal” reséarch.is neglected. In a
study of thirty-four larae Missouri school districts, Smith (1§76)
found that in fewer than one-fourth of the districts, were there

any atﬁemﬁts made to validate selection criteria by relating them

- to subsequent teacner eva}uations.

- ~ ‘Summary ‘and . Recommendat1ons

Thls document is not the first to review research on teacher

selection, Three’reviews of note were Wisconsin Studies of the

Measurement and Prediction of Teacher Effectiveness (Sanr et al,

‘1%951);.papersuby;ﬂalj-and_Vincent, Mitzel and Rvaus in the 1960

Encyclopedia of Educational Research; and "Research on Teacher

Selection," a chapter by Schalock in the 1979 Review of Research \\\
in_Education published by the American Educational Research Asso- \
ciation. BRarr's review is a comorehensive summary of investigations
conducted some years ago. An examiriation of more recent‘research
leads one to the conclusion that litile progrets has been made in
this area.

The most recent review (Schalock, 1979) concentrates on re-
search on teacher effectiveness from which th? author draws impli-
cations for selection. Consequently, Schalock discusses character-
istics and behaviors of teachers alreadv “on the job." Thus, his

emphasis 1s on corre]ates, perhaps even comoonents, of good teaching

aenmna s car e e emm e et

measuvred after the fact--such factors are not necessar11v predictors

| 43



25

of use to hiring officials. However, the conclusions he does
make regarding “"true" predictors are consisteﬁt with the find}ngs
reviewed herein.

Although Scha]qck's title might be considered a misnomer,
his attentien to the matter of teacher effectiveness is not un-
justif{ed A 1imita%ion of much research on teacher selection
procedures and cr1ter1a has to do with the definition and measure-
ment of the var1ab1e be1ng predicted, teacher success or effective-
ness: Bransford (1967) among others discussed the effect ‘of

reliability of measurement or correlations between variables. The

question of validity is also raised freeuent1y. In their reviews,

Hall and Vincent, Mitzel and Ryans a11‘ﬂistﬁ§§fﬂﬁ§?ﬁ?¥ﬁEﬁTE§és in

: asseésihé teacher effectiveness. Clearly, it is a multidimensional

attr1bute However, the studies reviewed in this report certainly
used measures of effectiveness wh1ch fit someone's informed per-

ception of good teachin? or which measured at 1eest some component

of teacher effectiveness. Thus, one should not i?nore the findings

of previous researcﬁ because of concern over the\gebu1ous nature

of the primary,dependent variable, legitimate as this concern may

be. A great deal of useful ,information has been qeherated, teachers
are always being Hired‘and Hiring officials should be\geing the in-
forma%ion available instead of waiting for a "go ;heae" sign from
those trying to capture something that is 1ikely to reméin'e1usive.

i

J
Overview of Research Findings

12

Apparently, in most districts or school systems, stated policies
or established ﬁrocedures for teacher selection are nonexistent. The

interview is the most connmnly used procedure for gather1ng 1nronnat1on

S - v ——— —
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on teacher candidates. Thusy\evaluations based on interviews
constitute one of the most important factors upon which hiring
decisions are based. Interviewers are seldom trained, and their
evaluations tend to be quite subjective and global. Neverthe-
Tess, ratings from interviews seem to predict teaching effeciive-
ness with some degree of success.

There is a great deal of concern over the reliability of N
inter?iew ratings. lowever, many of the studies dealing with
iﬁterrater reliability involved rqtérs from different school
settigés and with different background and orientations; Re-
search clearly demqnstrates‘the‘importance of Tocally eétab]jshed
procedures and criteria. Perhaps the re]iabi]%iy of most céndern
is that between raters who would normally be warking cooperatively
in the selection process. Also, considering each rater indepen-
dently, it is important that each person be consistent in the way
he or she evaluates different candidates. Regardless of the type
of reliability in question, predetermined interview formats make
interview ratings more objective and reliable. Such formats should
be Tocally developed, however, because of the importance of situa-
tional factors in.determining teacher success.

In addition to interviews, other important sourres of informa-
tion used in teacher selection are academic credentials, references
(from student teaching supervisors, course instructors, etc.),.and
various tests and inventories. Ratings based on interviews appear
to be the best predictors of global ratings of teacher effectiveness.

The 1ists of specific selection criteria (predictors of teacher

effectiveness) valued by various decision makers are quite extensive.
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Generally, they f£it into the categories of academic credentié]s,
/persona1 characteristics, professional qualities and backqround
variables. There is considerable agreement about which are the
most important criteria among groups of decision makers (teachers,
prinéipa1s, supervisofs, etc.); but some differences between dis-
tricts do exist.. Again the importance of situational/local factors
is demonstrated. Criteria consistently valued highly are communi-
cation skills, student teaching performance, physical appearance
and various personality traits.
It is in research on the predictive value of selection criteria

that the measures of teacher effectiveness become a serious concern.‘
There is evidence that différent measures of teacher effectiveness

. address different components of the attribute. Thus, the relative

' quality of various predictors varies depending on the outcome measure.

For example, interview ratings which tend to be subjective and global
apprar to be the best predictors of first-year teacher ratings by
principals which also tend to be sﬁbjective and global. (Barr won-
dered if such ratings were not merely compatibility ratings.) However, ‘
more objectively megsured predicgors such as scores on various kinds \
of tests are of considerable value when teacher effectiveness is
measured more objectively (for examp]e,'by residual pupil gain). In
any csse, the research clearly demonstrates the importance of the use
of multiple predictors and multiple measures of effectiveness.

“The specific selection criteria which seem to pradict teaching
success most effectively are student teaching performance and various

personal ity factors. ‘Academic tredentials do not appear to predict

teaching success; however, this finding does not lessen the importance

J— J—— A ot
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of academic credentiglé since the samples used in the research
studies consisted of individuals previously screened on the basis
of academic variabies, thereby limiting the magnitude of the
correlations that could be obtained between academic factors and
effectiveness ratings.

The Non-Research Literature

Although the emphasis of this review is research on teacher
selection, a major proportion of the literature in the area is not
research-related. Rather, it describes procedures and criteria .
recommended by various professional grouns and individual educators.
Such guidelines and position statements are products of years of
experience and are c1ted in this sect1on because they would certainly
be useful to school personne] interested in making their teacher
selection practices more svstematic and effective (Coulbourn, 1938;
American,Associgtiqn ¢f Examiners and Administrators of Educational
Personﬁe], 1951; McKenna, 1965; Redfern, 1967; Personnel Management
Service, 1967; Bolton, 1973; Aiberti, 1974; Lang, 1974; Clifford,
1975; Erickson and Shinn, 1977; American Association of School Per-
sonnel Administrators (AASPA), 1977; Wood ei al, 1979).

Some authors favor some innovative practices in teacher selection.
For example, Turner and Collea (1977) described a three-staged process
involving (1) 5 preliminary questionnaire requiring a great deal of a
candidate's time and effort and intended to eliminate the casual in-
quirer via self-screening, (2) a group interview in which a candidate
is faced with a simulation task and (3) a final task requiring the
candidate to role-play in an actual classroom situation.

" .Technology can also make some contributions to teacher selection.

White the research suqgests that videotaped interviews are not as aood

» My
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as live interviews, it is cossible that a videotape of a teacher
candidate in an actual teaching situation would be a worthwhile
component of the candidate's file. Thus, the low feasibility of
live classroom observations of several candidates need not be a
problem (Fuhr, 1977; Wright, 197é; Kalick, 1971). A 1969 reoort
of the National School Public Relations Association anticipated
the incréased‘use of computers in teacher placement. NEA*SEARCH
was a computer-baséd locator systém started in 1967 operating
under the administration of the National Commission on Teacher
Education and Professional Standards.

Local "Tailoring"

The resgarch reviewed previously clearly points to the desir- .
abi]%ty of locally established selection prﬁcedu?es and criteria.

The non-research literature agrees. Ryans (1960) concluded that the
quality of predictors depends on "the degree of similarity between
the ;ample with respect to which predictors are derived, and the
sample_to which the predictors are applied.” In other words, "lo-
cally varying expec:ations arising from varying values (e.g., is

the teacher to be permissive or a disciplinarian)" must be considered
when teacher candidates are being evaluated (Ryans, 1967). A panel
convened by NIE to recommend research on teacher se1ection devoted a
considerable portion of their discussion to the "values and prior-
ities which school systems place on possible educational outcomes

and how school systems differ in their educational goals" (Gage, 1975).

In his analysis of the needs of inner-city children and presentation

of a model program for selecting inner-city teachers, Hendrix (1970)

recognized that selection criteria might be very different for differ-

"v""unt"tommun1tfes:“*P§1mer“t19687‘d1§cusse&“%he*ﬁmpcrtance‘Uf‘“situa"""““’*““"“

\
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tional factors" in‘the teacher selection process. Such factors
include the size and type of communities, districts and schools;
socioeconomic status; and school organization, etc. While recog-
nizing the importance of local tailoring, Wood et al (1979) also
warns that faculty diversity and innovativeness are desirable.

Job Specifications

The characteristics of the teaching vacancy itself must not
be overlooked (Palmer, 1968; Lang, 1974; Cross and Davis, 1976;
Berg and Brimm, 1978; Erickson and Shinn, 1977; Diekraqer, 1969).
Teacher selection would be more successful if job responsibilities
were well defined prior to the selection process and if se]ection_

crjtérfa were tailored to the vaéancy. Kleinman (1960) reminded

[}

us £hat “se]ection\is a‘two-way ﬁrocess." If candidates have
sufficient information about the vacancies and situational factors,
those selected are less likely to be dissatisfied. Thus, informed
self-selection can improve teacher selection (Kleinman, 1960; AASPA,
1977). Wood et al (1979) also emphasize the imoortance of consid-

ering the candidates' wants.

who Should_Select?

There is general concensus that several people should be in-
valved in the process of eva]uat%nq teacher candidates. Many
writers recommend the use of "screening conmittees" or "interview
teams" (Diamond, 19743 Cross and Davig, 1976; Fuhr, 19775 Erickson
and Shinn, 1977: AASPA, 1977; DiPasquale, 1970). Cross and Davis
(1976) point out that the approach to faculty selection used in
colleges and universities would be most approoriate fa} selecting
ﬁﬁb]ic school teachérs. A committee of orofessional faculty working

with the organizational unit in which the vacancy exists shouid be

involved in devising the job specificatioggé)interviewing candidates
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and making recommendations to the administrator responsible for
final decisions.

Research has shown that in some distric€§ (especially Tlarge
-ones) centfa] office personnel select and assign teachers with
no iqput from those with whom the new teachers are to work. Fuhr

(1977) strongly suggests that personnel directors make use of

selectien coﬁmittees comprised of the principal and several teachers
from the building where the vacancy exists. ” 0

Of course, the selection process includes more than interviews.

It should be a coordinated effort of training institutions, teachers
and school and school district administrative personnel (Erickson

and Shinn, 1977; Madden, 1968; DiPasauajq, 1970). Active recCruiting '
andvinterviewer training are iﬁportant components (Erickson and |
Shinn, 1977; AASPA, 1977). The possibility of involving consultants
for developing systematic selection strateaies and for carrying them

out should not be overlooked (Erickson and Shinn, 1977).

Objectivity vs. Subje;tivity

. Bauthues (1968) dist{nquished between clinical and actuarial
approaches to teacher selection. The former assumes the unigueness
of an individual cannot be characterized by statistical analysis of
isolated variables and results in a more global description of a
teacher candidate. This subjective approach relies heavily on the
personal interview. The actuarial approach relies on the careful
definition and measurement of specific performance outcomes. Bauthues
reported that the clinical approach is most commonly used, yet.he
suggested that the actuarial strategy had greater potential '

© Several authors believe greater objectivity is necessary in

teacher setection: They recommend an achievement model wirich requires -~ —— -

o~
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not only the collection of academic credentials, but also the
eva]uétion of specific teaching behaviors (DiPasquale, 1970; Medley,
1967 Mitzel, 1967; Gilbert and Lang, 1967). They feel that "overall

teacher nffectiveness" is a use]esskcqnggpt.

l R
Redfern (1966) suggests that in many systems (especwaily\lgtge

——

cities) objectivity in selection is the "paramount goal." Such Sys- T

tems which "employ written and oral examination procedures re]yv
hea&ily upon test scores and eligibility lists." Redfern points out,
however, that "those systems that use a minimum of specific selection
criteria, relying rather heavily unon an interviewer's judgment of a
candidate p]ué application credentials, tend to be]ieve}that their
inetnods of se]ec;ioq are as valid and reliable as those employed by
xsystems u;%ng’mo}e e]éboraté procedures.

The research clearly indicates that both objective and subjective
approaches have merit. Therefore, the most desirable strategy would
be to use a combination of techniques for evaluating teacher candidates.
Thompsoﬁ (1979) suggests that objective criteria may be used first for
initial screening to provide the basis for interviews of the more promis(
ing candidates. Subjective criteria would be assessed during the inter-
views.

Interviews | S

According to Wood et al (1979), the interview is the determining
factor in the selection of beginning teachers, and as such shoq]d be
conducted much more effectively. Yhile some‘subjectivity in teacﬁer
selection is unayoidable and even desirable, the research d ; indicate
that increasiﬁg‘objectixity witen possible is beneficial. For example,

the use of rating forms in conjunction with interviews assures that the

4 - - - - -~ - e s o it i
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interviewer will address all the factors considered important and
ultimately increases reliability of ratihgs. Bailey (1978) and
éooie (1974) found interview guides to be useful tools for teacher
selection.

Brannon (1975), Schumann (1977), Bayuk and Dayuk (1973) and

Wood et al (1979) recommend long and quite extensive interviews of

—

\

TTe—— teacher candidates. Brannon describes forty-one interview questions | ~
found ;¥¥EEETVE“Tn~a~partjcular district. Wood et al (1979) also 5
propose several interview questions intended to penetrate the super: ) ’

‘ficiél. Schumann and Bayuk and Bayuk assume good teachers are products
of §uggrior.trainihg and propose questions which solicit information
’.on,%he quality of tréining and the candidate's knowledge of trends

in his or her discipline, instructional techniqties and materials,

+

tesfing, ways to deal with specific classroom situafions, etc.
Ideas for assessing specific criteria are described by several
authors. Thompson (1979) provides suggestions for evaluating appear-

ance, spontaneity, self-confidence and sense of humor in interviews. =~ ™ -
N

Ideas for interviews of prospective mathematics teachers\bfesented by
Kaltsounis (1974) deal with self-confidence, professional training,

ability to visualize and intellectual adventuresomeness.. Cross an

Nagle (1969) propose ways to differentiate in interviews between

-student vs. content orientation. Delitt (1973) stresses the importance

4

e of affective skills and suggests interview techniques to clarify
!

applicants' attitudes toward themselves and students.
~— . /

Aside from the "content" of intervié@s, hiring officials have a
. P
B variety of interview approaches from which to choose. Criscuolo (1977)

describes four kinds of interviews: individual, group (involving

— - severdl candidates); panel {TnvoTving several Tntevviewers), and ~—~— — -

Q ‘ - y
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action interviews (requiring candidates to present lessons).. Regard-
less of the interview approach, researchers cited previously have

concluded that training and detailed planning of interviews are

y ' Bl

s

\

Selection Criteria

A list of specific selection criteria investigated in the re-
search would be quite extensive. Much of the non-research literature
includes lists of recomended criteria also. It is clear that no
single criterion is of .consistently high predictive quality (Redfern,
1966). This fact and the multidimensionhality of teacher effective-
ness are'evidence of the importance of using a wice varteix;ef
'cr1ter1a and 1nformat1on-gather1ng tecnnigues. ;':~t |

Redfern (1967) concluded that information obta1ned from ‘oral
interviews was most predictive of teach1ng¢success, academ1c achieve-
ment data second most nredictive and-infermatiqn from referencas third.
The three broad cateqor1es of se1ect1on criteria are per,ona1/soc1a1
academ1c and profess1onaT criteria. D1fferent individuals and groups

differ in the emphasis they place on criteria from these categories,

-~ The recommendat1ons of the New York State Council for Social Studies

(1974) stress professional qualities such as teaching skills, experience

in curriculum, experience ' ‘outside" of teaching, professional attitudes

and rationdale for teaehing social studies. Madden (1968) recommends

«//
e

change orientation, specialization and c00peratTUﬁ:*kﬁEWTéageﬂet

teaching and learning strategﬁes,\gjllingness to experiment and pro¥

e,

..

fessional preparation. —

~ ..

“In his dissertation which was itself a review of research, D1ePraqer

(1969) concluded that subject matter training and communication sk1lls

J4.
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were valuable academic criteria while coursework in general profes-
sional education and IQ'weré;not. Various personality characteristfcs -
and breadth of geographic background were considered useful personal :
criteria, but background vari%blés such as sex, age, marital status

‘and gocioeconomic status wera not.

The ériterié'1isted below are in ascending order of predictive

2 -

I— power according to Schalock (1979):

\

. S , Point Where
! Predictors of Effectiveness Measurement
| . Is Best Taken

Academic abi]ity/achievemenf Entrance to a

; preparation program
Personality characteristics-attitudes/interests T
Experience with chi]drén

Knoyledge related to teach1ng, 1nc1ud1ng con- .Recommendation to engage

tent "to-be taught X in student teaching,
SQi]]s re]ated to teach%ng\\‘\

Performance of teaching functions under simpli-

"Affied_teaching»condifﬁpns

3
~', \ * Under simulated classroom conditions (e.g.,
1\ o peer teaching; response to filmed classroom
i events) /
N ¢ Under simplified ctaésroom conditions (e.g.,
-« small groups in a glassroom; micro-teaching)
* Under the conditiohs of short-term full-re-

T . .sponsibility teach{ng‘(e g., 2 to 5 days)
TSl Behavior of pupils taught under simplified con-
ditions (e.g., time. on task; frequency of )
) —.——" disruptions) \\\\\\\\

Achievement of punils taught under~ implified
conditions (e.q.; atta1nment of learning out-
comes desired frdm a;lesson or across 2 to 5
days of instruction):

Attitudes toward teaching and being a teacher Recommendation for an
at the conclusion of the student teaching initial Tevel of
experience : certification

- Quality of interpersonal relationships evi-
FTv o T denced during the course of student teaching ~— ~ ~ = T 777

o . - 5‘1
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Performance of teaching. functions under t ,
conditions of extended full-responsibility ,
teaching (e.qg., 2 to 5 weeks)

Behavior of pupils taught under the conditions ‘ &
aof extended full-responsibility teaching

Achievement of pupils taught under the condi-
tions of extended full-responsibility teach- -
ing {(2.9., the attainment of Tearninq outcomes

desired from a 2 to 5-week period of instruction .

»

Needless to say, fhere is no shortage of recbmmendeq 1ist; of selection
criteria. It is not fhe purpose of this section to‘give them‘all, but
rather 1tais to discuss the kinds of criteria which may be valuable.
Generally, research has found that academic criteria‘are not as pre-
dictive’of teacher effectiveness as personality factors. However, one
must remember that relationships between prgdictors and teaching effec-
tiveness can only be measured using a sample of "already-selected"
teachers. Consequently, the académic factors have lost some of their ,/
predictive power. Fortunately, most people do not minimize the importance
of academic credentials. Sisk (1969) recognizes the importance of using
“both personal/social characteristics aﬁd academic credentials as selec-
tidw criteria. The former "are the qualities that make a teacher out of

a seholar." Thus, the use of académi; credentials for initially selecting ’
candidates foé further consideratﬁonxmay be a reasonable strategy.

‘ Sisk suggests that one's phi]osophv\of education is not a valuab]e
sé]ectipn criterion. He claims that new\teachers probably do no£ have
one, and that teachers change their phi]osobhies anyway. One woﬁders
if the same problem may exfst.for other professional qualities and if,
perhaps, individuals "grow" into teachers over time. The research/?;di-

cating that traditional criteria predict first-year teaching performance
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t * reasonably wel 1: but nof third-year performance lends some credence to .
this possibility. ’

Deciding upon selection'criteria to use is no simple matter.

Date Boltone(19705 has written a great deal on this process and his
work should be of use to districts interested in sett,ag up a eystem- R
atic program for teacher Seleetion. Procedures and criteria should
be determined locally, and such an undertaking should be a coopera-

tive effort of many individuals.

\ \ * 4

Recommendations
~ Ideas for 1mprov1ng teacher selection practices are presented and
. d1scussed throughout the prev1ous sections of this report. Some specific i
recommendations are listed below without elaboration: i
1. Develop a systematic program of teacher selection. The hiring i
of a téacher is an important investment. 1
2. Acthely recruit if necessary. The job market is tight, and |
even the most capable teacher candidates would be receptive. |
‘ Asking someone at a teacher education Jnstitution the names
) of th most promising student teachers could do no harm. .
\
_ 3. Use res arch Findings summarized in this report and in the -
or1g1na1 .documents could be useful in establishing procedures
and ch1ter1a. N
4, Invo]y& several people in both the-development of the program
and theé evaluation of candidates. Several people will have to
work with a new teacher--they should have some input in th e%
se]ectihn process. Ccnsu]tants,.perhan< from teacher educa 10n
1nst1tuhions, may be of-some service.
, 5. Use a va+1ety of information-gathering methods and selection \
- criteria.: Different methods are appropriate for different )
kinds of information, and different criteria relate to different )
components of teaching effectiveness. N
\ 6. Establish selection criteria locally--at the district or even

school 1eve1 For some criteria, this may require some s1mp1e,
but on- gorng local research.

7. Tailor Selection criteria to specific teaching vacancies.’

X ) ./
‘ . ¥
\
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There is no shortage of teacher candidates, and therefore no
reason to hire a teacher without superior academic credentials.
One strateqy might be to screen candidates initially based on
academic criteria. Pfersonal and professional qualities of

_ the more promising candidates may be assessed in latter stages.

Keep in mind, some qualities may be developed after a teacher
has taught for a while.

J0 not underestimate the importance of either objectively or
subjectively gathered information on candidates. However, it
is advisable to increase objectivity where appronriate. For
axample, interview guides and rating forms and standard forms
for recommendations can be helpful.

Many of the criteria valued by educators are difficu]t(to

-measure. The interview remains an important means oi evaluat-

ing candidates. Extensive, planned interviews can accomplish
far more than superficial interviews which may be mere formal-
tties. Personal contact with supervisors of “finalists" may
provide far more information than the student teacher evaluation
forms.

Give candidates as much informaticn as possibie about the
teaching position and "environmental factors.” Self-selection
on the part of candidates can simplify and improve teacher
selection.

The success of teacher selection practices rcquires continuous
monitoring. No matter now good a selection program is, there
will be some teachers who do not "work out." Some 19sses due

to occupational changes must be expected, especially among

young people. However, knowledge of the specific reasons
persons do not.work out and the sharacteristics of those in-
dividuals can be useful to the imbrovement of selection criteria.

\
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CHAPTER II
THE SELECTION OF SCHOOL ADMINISTRATORS

- Se]ection Procedures

There have beeh considerably fewer research studies of admin-
istrator selectioh procedures than studies of teacher selection
procedures. Most of them have been status studies intended to de-
termine the existing volicies of various districts or states.

Newberry (1975) investigated the procedures and criteria used
to select elementary school principals in British Co]umbia; Based
on questionnaires administered to superinteﬁdents, he found there
'was seldom a written selection policy, written job descriptions
were not used and there was little use of consultation from outside
the system. A great deal of\recruitment activity did take place in
the form of newspaper advertisements gpd internal announcements.
Superintendents, personne] directors and school board members were
largely résponsib]e for selection; and there was 1ittle or no in-
volvement of parents, teachers or other principals. Primary sources
of information on candidates were the interview, references and reports
of past teaching performance or student teaching.

Several studies on the selection of school administrators in the
United States have findings consistent with those of Newberry. A sur-
vey by the National éducation Association Research Division (Lucio
and McNeil, 1969) showed that most districts recruit heavily for
administrators by means of advertisements, announcements, letters to

teachers, and notices to placement bureaus and colleges. After consid-

o e e o
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L erable initial screening based on application forms, most districts
r . require written or oraf examinations. The orai‘exams are either in-
‘ formal or structured interviews. Both are usually evaluated by
committees consisting primarily of administrators appointed by the
superintendent. Recommendations resulting from this study were (1)
. the use of esfab]ished procedures and standards, (2) considerable
1 attention to the training of administrators through internships and
inservice and (3) emphasis on leadership ability as the most important \
selection criterion. \
A study éf principal selection in California showed that the |
major steps in the process were (1) "paper" screening, (2) inter- \
view by a committee, (3) selection by the superintendent and (4) \
approval by the school board (California State Legislature, 1977).
Ihe interview committees usually consisted of district personnel,
teachers and parents. ‘The commiltees would make recommendations to
the central office. Thif study alsp found that the selection process
was not systematicj/;;H tﬁere.were no written policies or guidelines.
Furthermore, the likelihood of selection depended on centacts the
candidates had in the central office.
Sharpe (1976) compared the principal se]eé%ion practices of &
medium-sized district in the U.S. to those gf the school system in
New South Wales, Australia. His cons]usion§fregarding the practices
of the U.S. district were (1) selection was nét systematic, (2) the
process was too open loo personal and political influences, (3) defj
cisions were often based an information of questionable value and
(4) university credentialing was of questionable validity. o

Stoker (1975) administered a questionpaire to approximately 400

ERIC 33
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elementary teachers asking their opinions on various matters associr
ated with the principaiship. Most teachers were satisfied witﬁ the
way principals were selected (usuaily recormmended by the board) and
believed teachers should not be invo]véd in the selection process.
Stoker suggested that this finding was probably not typical and
explained that in some areas of the country (especially those heavily . /
unionized) teachers have a major roie in principal selection. (The |
teachers in this study were from several districts in the Texas pan-
handle.) Of those teachers who felt teachers should be more 1nv01ved
in the process, most recommended that a teacher committee make recom- _
mendations to the superintendent and the ‘school board.

Chadwick (1971) examined the relationships between various factors
and the opinions of teachers and principals toward different aspects
of the administrator selection process.” She found that position, age
and sex do not affect opinions about selection practices and recommended
that this finding be taken into account when deciding upon memders for
selection panels. In her literature review, Chadwick observed (1) there
is general conceﬁsus about the need for greater objectivity in adminis-

trator selection and (2) there is a trend toward greater effort to train

individuals who display administrative potential.

Selection Criteria

School administrators of interest in this réport are principals,
supervisors and central office personnel. While at first glance, it
may appear there 1is ; reasoniable amount of research on the criteria for
selecting these administrators, there is reéson to be .autious in rating
the adequacy of research in this area. Administrative positions are

quite variable in terms of the skills and qualities required to be

60
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successful in them. One must keep this in mind when drawing general

conclusions from the research findings. Although the %ame may be
said for teach1ng positions, the full range of such pos1t1ons was
fairly well represented in the research literature. When the re-
search on adminiskrator selection criteria is categorized according
to the type'of school administrator, several positions are slighted.

Much of the research focuses upon the selection of elementary scheol

*
-~

principals.

Critgria Used

The study of practices for selecting principals in British Columbia
showed that the five most commonly used personal criteria were mature
judgement, scholarship, persoqa] security, group skills and good health

(Hewberry, 1975). The five most commonly used professional criteria

were human ré]ationg\ifills, classroom teaching experience, decision-

——

making skills, community relations skills and administrative technical

skills. According to Hewberry, surprising attention was given to age

—
~——
~—

«

~and length of classroom teaching experience. T—

The NEA survey found that most districts in selecting supervisors

require that the candidates have several years of successful teaching

experience (Lucio and McNeil, 1969). It may be that such experience

is more important for supervisors than for principals. Lucio and Mclleil
pointed out that different persons (e.g., school board members and

subordinates of administrators to be hired) have different perceptions

.

of the role of the administrators. Thus,it is important that role be \

L)

clarified in each instance and criteria be selected which are appro-

priate to the specific needs. These authors also distinguished between

Jeadership traits and the effects of leadership. It is more important

b.
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to know if an individual has hé any effect in a }eadership role
than to know if he or she has some characteristics of a.leader.
Siﬁce leadership seems to‘be a wigely accepted criterion for selecting
administrators, this notion certa% 1y has implications for determining
leadership potential.

One characteristic which is considered important for teachers
to have is also essential for administrators--comunication skills.
Chadwick (1971) found this quality to be one upon which teachers and
principals of all ages could agree as being important fgr elemen-

/

tary school pr{ncipals.

A survey of elementary school teachers determined their perceptions

of the ideal principal (Stoker, 1975). The teachers generally agreed
they would want as their p}incipal an experienced person, but one still
with youthful vigor. They felt that in gddition to the u;qal academic
credentials and desirable personality traits, principals sﬁou]d have
four to five years teaching exp;rience. Surprisingly few teachers
¢ mentionéd intelligence, aggressive leadership ability and creativity.
Teitelbaum (1972) administered a questionnaire to professional
educators and lay persons in order to determine the most 1mp6rtant
personal and professional critg}ia for selecting elementary principals
for inner city schools. Apparently there was considerable agreement
about which criteria were most importéht; The 1ists below show cate-

gories of criteria in order of importance. The over1a§\§hows\1§;is

—

sometimes difficult to differentiate between personal and professionai\\‘* -

qualities.
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Personal Characteristics Professional Characteristics

Rank  Category

Rank  Category

- ——————

1. Human Relations 1. Administration and Supervision
2. Innovative 2. Parents and Community
3. Integrity 3. Dedication
4. Fair Minded 4. Personal Character
5. Good Humored Qi/ Innovation and Evaluation =
- 6. Scholarship 6. Professional Activit%EE
7. Child Oriented 7. Child Oriented
8. Charisma 8. Teaching Skill and Experience
9. Cmotional Stability 9. Intelligence ‘
10. Dedication 10. Educational Background i
11. Staff Relations 11. Human Relations
12. _ Parents and Community 12. Charisma
13. Administration and Supervisicon 13,  Varied Background
14, Decision Making 14, Staff Relations
15. Personal Appearance and Health

16. Communication Skills -
17. Authoritative
18. Teaching Skill and Cxperience

19. Humility

Deever and Jurs (1975) surveyed superintendents from 78 districts

in 8 central and western states. The superintendents were asked to rank

order eleven selection criteria for administrative personnel at the
*

district office level. ‘The sunmarized rankings were:
1. Prpfessiona] Competence

2. "Professional Leadership

b
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Human Relations
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Personal Motivational Characteristics '
Integ

ligence Ve ¢

-t S . .
Professional Training and Experience - Academic and Field

Recommendations

Philosophy of Education

W W N O

Physieq1 Characteristics
10. Social - Economic Characteristics

11, Personal Déta

Questionnaires administered to superintendents were used to de-
\Lgrmife the practices used in Texas for selecting elementary school
priﬁETbal§\(Poteet, 1968). The result of that study was a quite
lengthy 1isg\bf\gharééteristics in order of their frequency of mention.
whj1e there was A;;\E\gnggsxdea] of variabi]ity'in these frequencies,
it seems that personal qua]fz?3§\sggthas honesty, loyalty, etc. were
mentioned mest frequently. Both perséna] and professional qualities
filled the middie of the list, while background variables such as
political affiliation and religion were at the bottom of the list.
Based on his own research and én his review of other studies, Poteet
concluded that (1) some teaching experience is required, but not
necessarily a lot, (2) "local tailoring" of selection criteria is
necessary and consisten;y between the philosophy of education of the
candidate and that of the district‘is éssentia], (3) leadership ability
is a critical factor and (4) it is quite important that considerable
information about the position and local conditions be given to the
candidates.
~ Based on a study of the administrator <el€tion criteria in dis-

tricts of all sizes in the Pacific Northwest, Miner (1967) concluded

g
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that criteria are determined by job performance crileria for the
position and by the kind:of district. Thus, org;nizational climate
is a determining fagtor‘in selection. Miner's study is further
evidence of the importancy of what \pas been called "‘ocal tailoring"
throughout this document. Hé stated thut "se]éztion'3h0u1d be
carried out primarily in terms of the value and reward structures

Al

characterizing a given schogl district."”

_Predictive Quality of Criteria

In an extensive study of school:board members, superintendents,
principals, other school s£aff membe é;'teacﬁers and parents (a sample
of almost 6,000), Mérphet and Schultz X\1966) found strong support for  _
the{r hypothesis that "the predictability of administrative effective-
ness frgi individual measures is<eqﬁancéd significantly by considerations
of the type of district in which an administrator works."

A report of the California State Legislature (1977) stated that
there are no foolproof predictors of successful performance as a
school érincipa];,this is'b;;ause successful administrators have different
personality types and schools have diff;rent needs. The one péssib]e'
exception to the above statement acknowledged by the California report
is the criterion of 1eadershib‘potentia1; Of cou;se, differences between
individuals would cause(thqm to demonstrate }heir leadership skills in
different ways. Thus, the distinction Lucio amd McNeil made between
leadership traits and the effects of lea rship pecomes important when
considering the criterion of leadership potent%a].

Thyberg (1965) found various measures of interpersonal relapﬁons did
not differentiate among candidates.* lle conc]udéd that the selection of

school administrators is still a human judgﬁgntal process and that the

L BV
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judgement of competent trained administrators is the mogt reliable
method of evaluating candidates. |

Another study was more successful at finding objectively measured
predictors of administrative success. James (1960) identified various
psychological measures which were signifiﬁant]y correlated with scores
on the Purdue Rating Scale for Administrétors and Executives. These
measures were the Miller Analogies Test% the Allport-Vernon-Lindzey
Study of Values (Theoretical, Political and Economic scales), the
Minnesota Teacher Attitudé‘lnventory and the Edwards Personal Preference
Schedule (Autonomy, Exhibition, Affiliation, Intraception and Aggression
scales).

A study by Leverenz (1967) led to some results which the author
completely misinterpreted. He found the National Teqchers Examination,
interview results and years teaching experience to be predictive of
whether candidates were selected or not, but not predictive of on-the-
job performance ratings. Leverenz concluded that administrative per-
formance ratings by superiors "may not discriminate between outstanding
and less succes;fglﬂgg—thé-job admiqfstrative performance!" In other
words, he assumed he had good predigtors, but a poor criterion of
success. Obviouély, selection crizéria should correlate with whether
or not indivi&ua]s are selected. Leverenz's study revealed which selec~-
tion criteéia are relied upon the most in tﬁe selection process. The
fatt that those factors did not correlate appreciably with;later per-
formance ratings should cause one to question the validity of those
selection criteria. : ' -

Based on his review of research on criteria for selecting elemen-

tary school principals, Newberry (1977) recommended the use of several




personal and professional criteria. The personal céiteria were 7
intelligence, group skills, scholarship, mature, judgement, good
health and personal éecurity. /Professional selection criteria
included skills relating to human relations, administration,
decision-making, research, curriculum development and th; change
process. Newberry aiso discussed what to Took for in interviews

and various credentials as indicators that candidates possess such
traits or skills. Irrelevant factor§ which are sometimes used or i
overemphasized'in selecting principals are participation in formal
education courses, extent of teaching experience (more than, four

or five years is unnecessary), length of previous administrative
experience, 4ge, sex and marital status. A "news" item in Nation's
Schools (Anonymous, 1965) reported on a study of principal selection
criteria coﬁducted at Harvard. The conclusions reported in that
document and Newberry's conclusions were very consistent with one

another:

Summary and Recommendations

There is a great deal of similarity between the literature on
teacher selection and that pertaining to the se]ectzbn of school

administrators. Many of the "issues" and findings are the same.

. Thére is also no shortage of "how-to-do-it" Titerature from various
educators and educator groups (e.g., Seeley et al, 1971; Settles and
Weller, 1977; Lewis, 1976a,b; American Associatioﬁ of School Adminis-

/
trators (AASA), 1967; Pensylvania State Departmen% of Education, 1971).
, ,

Overview of the Research and MHon-Research Literature

One of the consistent findings of researchers which is d1s0 one of

the continuing concerns of the non-research literature in the area of
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administrator selection is the absence of established policies’
for sytematic selection procedures (Buckley, 1971; Lewis, 1976b;
AASA, 1967). McIntyre {1974) gives a fairly pessimistic view
of the status of selection ;ractices which he claims have changed_
1ittle in the last ten years. He describes the shortcomings of
various procedures used for gathering information (interviews, .
testing, eté.) and recommends improved interview techniques since
the personai interview is and probably will _continue to be the &
most important aspect of the selection process.

Wagstaff and Spillman (1974) claim that the process of . - “ -

selecting a principal is really one of self-selection. They
summarize the whole Process as follows: teachers aspire to be
administrators; they get themselves trained and certified; anq
then they get the support of the central office. Several authors

and rgsearchers have discussed the political aspect of the admin-

%//

%strator selection process. : e *
f ) _M’/""M/ .
A common recommendationfn the 1iterature calls for the active
recruiting and training of potential administrators (Buckley, 1971;
Bowles, 1968; Erickson and Shinn, 1977; McIntyre, 1974; AASA, 1967).
It does appear that districts take a little more initiative in

seeking out administrative talent than they do in pursuing effec-

.tive teachers. Bowles (1968) stresses the impof%ance of recruit-

ing and training teachers with administrative aspirations continu-

ally, even when there are no vacant pdsitions in the district.
Dunmire and Ouigley (1970) and Lund (1977) make a stkong case

for the involvement of the constituents of the future administrator

in the selection process. Thus, the use of committees like those

recommende&-in~the—previous~chapter*wou%d'be-beneficig%;—»SeveraIA'- ——
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authors discuss the ro]g consultants could play in administrator
selection (Hickcox and Scott, 1969; Settles and Weller, 1977;
Erickson and Shinn, 1977).

Another recurring fecomﬁehdation based on both research and

°

common sense has to do with "1oca1'ta%loring" of selection practiceé"\
and criteria. Clearly, it is important to strive for‘a match between \
an administrator and local values, goals and specific requirements
of the job vacancy (Sett]es,aﬁa Weller, 1977; Erickson and Shinn,
1977; Buckley, 19?15. This seems to .be such an obvious recdbmendation.
Why is it so often ignored? Busines; and industry seem to recognize
its importance and frequently expend considerable time and effort
to fill job vacancies. The hiring of a busiress administrator is
an investment well worth extra efforf\qnd expense. But so is the
hiring of a teacher or a school administrator! Finding a fimple
approach and a particular set of criteria which work in any school
system for any position is an unrealistic expectation.

The debate over objectivity vs. subjectivity is also very evident
with respect to the selection of school administrators. Walters (1980)
describes four well-known competency-based systems for objectively
measuring administrative competencies. Although intended for in-
service use for,p#bfessiona] imorovement, these systems méy have
§ome application in the selection proceﬁs. McIntyre (1974) states
that Zﬁéng\are too many’exceptions to cling rigidly to test cut-
offs, but 6bﬁgftive~measures still have qreater predictive validity.
He would agreekWiQh a recommendation of the previous chapter calling
for increased obje;%ixity in interview and interview-rating tech-
niques. Heller (1975f\ n the other hand, discusses in considerabie

detat] the superiortty of\subjectivity over objectivity in the
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' selection of schoo1 superintendents. His rationale is that after
1n1t1a1‘screening, all the remaining candidates have the necessary
qua1tf1cations. Furthermore, all "finalists" have the backing of
some prestigidys peonle within the system. Thus, "qut reactions”

and the subjegtive consideration of community factors and expecta-
/

:tlons become much more important. | 'e\ '

N Research. on the quality of adm5n1strator se1ect1on cr1ter1a was
'characterized by the familiar preb}ems oﬁhhomoqene1ty of sample

subjects (due;to the fact that they were only the "selected" candid-
ates), d1ffich1ties in measuring both predictors of success and

success, and conf1ict1nq resu1ts. Several conc1usions presented o

in the research and non- research literatiure do abpear to be well

founded. C1ear1y, ‘there are many_districts which attach far too" .
much significance to irrelevant factors - selection criteria which

have consistently been shown td bear Tittle or no re1ationship to

successful on-the-job performaﬂce. Such criteria 1nc1ude sex, age,
marital stafus and length of te ching experience (beyond a few
years). Academic performance and credentialing aside, a most pro-
mising category of selection crijgria for administrator selection
.. is 1eadersh1pipotent1a1 and the vanious related skills such as
X group, communi%ation and community r@1ations skills in addition to
[ adm1n1strativeZtechnica1 ski11sf;’ \ ;
Thomas (1ép0) describes several characteristics of effective
leadership in ehucat1ona1 adm1n1strato;s. He suggests that a
leader is reSourcefu1 and has a var1ety of nrob1em so1v1nq strate-

__gies from which to choose in different situations. Leaders often

have a "cause" or an idea for change which they pursue by working

'
!
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! with t le system not by combatting it. They are articulate, some- ' ;

} times blunt, and they use more jnfluence and less Power in the

rw_&,__“_f_“_,, decision-making p ess. They hold strongly to important principles
(e.g., equity, juzzfce, etc.) but do not become obsessed with less;r

issues. Leaders have an uncanny knack for evaluating others and are

keenly aware of their ownishortcomingé which thev can then make

allowances for: Thomas observes that there is no "best" experiential

base (e.g., coursework, training, previous job experience) which

produces an effecfive leader and agrees that factors such as age,

sex and ethnicitx truly are irrelevant to {eadership potential.

One criterion which may be of greater importance 'for adminis-
trators than for teachers is philosophy of education. While it
makes sense that new teachers should not be expected to have a
well-formutated philosophy of education, such is not the case for
new adminjstrators. A match between the values and ohilosophy of
an administrator and those of the district or community is essential.
While this consistency of values is important, it should not be
achieved at the expense of innovativeness. Stout (19}3) makes a
strong_ca;g for the recruitment of innovative personnel and suggests
many specific characteristics to look for 33 evidence of innovative-
ness. He also claims that this desired qda]ity is unfortunately
the opposite of what is generally sought in practice.

Lists of proposed selection criteria, interview questions and
techniques for evaluatiﬁg particular critgyia'are readily available
(Dunmire and Quigley, 1970§_Lewis, 1976b; Penns&]Vania State Dgpart-
ment of Education, 1971: Sachs, 1366; and AASA, 1967).

. Assessment centers represent a selection approach developed by

e the National-Association of Secondary School Principals (NASSP). T

i
!
!
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The primary technique used in this system is simulation; candid-
v "" N
ates go through several assessment exercises and are observed by

, trained assessors. NASSP trains assessors and provides assessment

M . S .
center materials to interested scpool districts. This system was
originated by A.T. and T. for use in industry and met with consid-

erable success. Several art1c]es describing the operation of and

the effectiveness of assessment centers have been written (Merino,
1973; Hersey, 1977; Moses, 1977; Jeswald, 1977;fMyers, 1977 Neybfight,
1977;- McKay and McCord, 1978)..

Recommendations——

—

As in the previous chapter, recommendations are imbedded in the
.previogs seétions. To summarize theymajor ones here is unnecessary
becausé of the great consistency between the conc]usiog; pertaining
to teacher Anq admiqist{ator selection practices. Each of the twelve
recommendaticn;\for teacher selection at the end of Chapter I applies
equally as well to ;aministrator selection. Where the procedures
differ is in regard to the specific criteria that apply. This
difference is not surprising considering the logical merit of tailor-
ing selection criteria to the specific job vacancy. While there
are many roles which admin%strators may fill, it appears that leader-
ship skills and philosophies of education are generally regérded as
considerations which are especially important for selecting school
administrators of any type. Certainly candidates shou]d‘pe screened
on the basis of obvious prerequisites and credentials. Subsequent

selection criteria must be consistent with needs of the position

and valueé and priorities of the local school community.
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o CHAPTER II1
EQUITY IN TEACHER/ADMINISTRATOR SELECTION

Research on the use and quality of various selection procedures
and criteria for school personnel does not focus on women or minor-
ities specificai]y. Thus, the research findings available on equity
in educational professions are primarily the statistics describing

the degree to which these groups are underrepresented. There is, of

course, a great deal of non-research literature giving possible explan-

ations for this inequity and recommending ways to redvce it. The bulk

of the 11teraturé'perta1ns to women, and almost all of the remaining
deals with blacks. Other minority groups and the handicapped are

!
_virtually ignored.

The Status of Women and Minorities as Professional Educators

several authors have reported statistics fiom the early 1970's
on the representation of women 1in educational occupations (Birnes,
1976; North Carolina State Department of Public Instruction, 1975;
American Association of School Administrators, 1975; Froring, 19763
Schmuck, 1977). There\\s considerable consistency in this informa-
tion which is best suﬁmarized in the list below of the approximate

percentages of varfous positions filled by women:

. Position . : % Women
pre-college teachers 66
principals . ] 14-15 (19.6% elementary, 2.9%
junior high, 1.4% senior high)
district superintendents .1-.5
assistant superintendents 5
state boards of education members 20
73
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. Ot advisory committee members 28
¢ secondary deans 12
advisors/coordinators 43
assistant principals - - 12 s "o
g part-time assistants in : ‘
asst. principals' offices 45
high school department heads 37

While there may be approximately the same numbers of men and
women in education generally, within education men Eha,;omen have
very different career pattern§ (Schmuck, 1976). Administrative
positions are dominated by men. Furthermore, this situation has
been wersening over the years (McIntyre, 1974). To make matters
worse, it seems that women are also shortchanged in regard to the

. salaries they receive (Kane, 1960). Schmuck (1977) observed that
the ratio of female to male teachers declined between 1928 and 1968
and that the decline of the female-to-male ratio was even greater
in the administrative ranks. The American Association of School
Administrators (AASA, 1975) reported that the percentage of female
principals dropped from 55% in 192é to 14% in 1973, and the per-
centage of-female superintendents fell from 9% to 1% between 1950
and 1972. Kane (1976a) noted the dec]iné'in the nercentage§ of
femﬁﬁe feachers between 1940 and 1974 (89 to 84% at the elementary
lavel and 58 to 47% at the high school level).

In describina changes between 1968 and 1976, Lesser (1978) ex-
plained that when the number of administrators increased, the ndmber
of male administrators increased more than the numpef of female ad-
ministrators, and when tiie overall number of administrztors decreased,
the number of females decreased more than the number of males. Mostﬁ:’

female increases weré in personnel/support positions rather than in
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decision-making/control positions in which the number of females
declined while the number of males increased.

Schmuck (1977) explained that within education, sex (and not
experience, age or training) is the best predictor of occupation.
Given that subjects are teachers, it is most 1ikely that the women
are elementary teachers aﬁa the men are high school teachers. Pre-
dictions would be even more accurate for non-teaching professional
positions. A woman would most likely be a librarian or work,in
special education, and a man would most Tikely fill an administrative
or supervisory role.

Interestingly, éthnic/racial minority groups may be faring a
little better than women with respect to théir representation in
professional education occupations (McIntyre, 1974). Barnes (1976)
explained that approximately one-fourth of the teachers and district-
Tevel administrators/supervisors are minorities as are 17% of the
principals. Howe.er, a survey of teacher displacement (nonhiring,
dismissal and demotion) suggested that black representation in eleven
southern states was not improving ten years ago (Hooker, 1970). The
survey detected the increasing displacement of black professional
educators despite recent compliance with federal regulations designed

[ 4

to have the opposite effect.

Explanations of Inequity

The problem of achieving equality of oppoktunity in education
is ayvery serious one which has led to a great deal of "corrective"
legislation at the federal and state levels (Pearsoﬁ, 19755 Education
Commission of the States, 1975; North Carolina State Department of

Public Instruction, 1975). Despite these efforts, other factors are
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operating which hinder progress toward the goal of equal oppor-
tunity.

Much of the literature boints to sex role stereotyping, sex
role socialization and the myth of male superiority as causes
(Coursen, 1975; Muhich, 1974; Schmuch, 1975, 1976; Blanchard, 1976;
AASA, 1975; Kane, 1976a; Howard, 1975). One of the ways these
causes can lead to inequity is through discriminatory practices
of hiring officials. Although Stockard (1977) conducted a survey
showing that adults in Oregon generally approved of women adminis-
trators, Blanchard (1976) and Kane (1976a) claimed that discrimina-
tory practices and attitudes of prejudice are the most significant
obstacles to true equality of opportunity. Kane also reminds us of
the male domination at the decision levels.

One indication of possible discriminatory practices is the fact
that women and minorities who do get hired as district superintendents
tend to have credentials superior to those of suoerjntendents in general
(Paddock, 1978; Robinson,f1973; Doughty, 1977). Paddock r:ported that
a higher percentage of female superintendents ‘have doctorates than male
superinéendents. Robinson found that 41% of black superintendents have
doctorates. This studv aisc showed that 737 of bTack superintendents
were in districts with predominately black en:cl'ment and that half of
these superintendents felt they were hired because of political pressure,
racial unrest and the possibility of getting increased funds. Thus, in
many cases, black administrators are put ihto districts already crippled
withuproblems. |
Deneen et al (1971) and McIntyre (1974) remind adininistrators that

different groups show different patterns of results on various objec-
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tive tests used in‘the selection procéss (e:g., Administration and
Supervision Test, Miller's Analogies Test).. They recognize ?hat
objective measures can be quite u;eful, but warn that hiring
officials should be flexible with respect to specific measures
and "decision rules." '
) The abéve explanations of inequities place the blame on hiring
, officials. One must keepsin mind that sex role-socialization can
work in other ways. It sgems that women generally have lesser admin-
istrative aspirations, than men (Howard, 1975). In a study of 342
male and female teachers (both elementary and secondary) in four
New England school districts (Dias, 1976), one finding was that the -
percentage of females aspiring to be administratorslwaé considerably
lower than that of males. (However, this difference was not as dreat
as sex differences in actual representation in administrative profes-
sions.) Neely and Schuley (1978) see inequity as a self-fulfilling
pEophecy--women recognize the difficulty of getting into administra-
tive positions and therefore have lower aspirations.
Other authors have different interpretations of how the social-
ization process operates. Kalvelage (1978) rejects the possibility
of sex discrimination claiming that the real problem is that the
"bureaucratizat?on of schools entai]éd a redefinition of the elementary
principal's role that clashed with the values and interests of most
women, then and now." Valverde (1974) offered an exo]anation.for
the exclusion of minorities from administration. He explained that
"succession socialization is the established informal route to pro-

motion..." This is the "movement of an aspirant from candidate to

protege to administrator" via sponsorship. Minorities resist accul-
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. turation; they do not seek sbonsorship and are therefore filtered

out; but not because of lack of competenc1es .
One point which is quite clear in the 11t9rature is that- wcnen

a;e not 1ecs qua]iffed for administrat1ve positions than men.- -~
B]anchard (1076 ) cited research actua]]y showing women to be superior

§ to men with respect to responsiveness to communlty needs, communica-
tion skills, etc. Howard (1975) observed that research has not
found differences between the sexes with respect to leadershio
ability. Cirincione-Coles (1975) and Mickish (1971) both summarized
a great deal of research which suggested that women make‘jusf as
good, if not better, principafs as men. Iéxis true that, for what-
ever reasons, more men are credentialed as qualified administrators,

but even that difference is not as great as the difference in the

numbers of male and female administrators, (Barnes, 1976).

Recommendations

As one might expect, there are many "how-to-do-it" documents for
establishing equal opportunity in educational professions. Such
documents have been produced by various groups and individuals ex-
emplified below:

Special Interest Groups: National Council of Administrative
Women in Education (1977), Citizens Advisory Council on
the Status of Women (1972)

Projects for Promoting Equity: Sex Equity in Educational
———. Leadership (Center for Educational Po11cy and Management,
1977; Kempner et al 1978), Career Yomen in Education
(T1mpano and Knight, 1976)

Professional Educator Groups: American Association of School
Administrators (1975), Michigan Association of §-hcol Ad-
ministrators (1973). ‘
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State Departments of Education: New Jersey State Department
of Education (1976), North Carolina State Department of
Public Instruction (1975), Oregon State Department of
Education (1977), Washington Office of the State Super-
intendent of Public Instruction (1974]%

- Individual Edudators: Cirincione-Coles (1975), Coursen (1975),
Dale (1974), Lewis (1976b), Plain (1972), Sommerville (1975).

s

— A detailed désc*iption'of the recommendations of th%ce groups is

unnecesséfy because they are strikingly consistent and ob ious. A

common general recommeﬁdétﬁan i; that every district should establish
an affirmative action plan. 0Of couféé such a plan would be a part of
any teacher/administrator selection policy recommended in the previéus
chapters. ﬁ?c1oser examination of the sugqestioqs offered by the x
various groups ;hows that there should be two major components of

an effective affirmative action p1an--recoqn§§ion_of the problem and
corre.tive action. Certainly, recognizing the problem could best be | 1
accomplished by constantly monitoring the méke—up of the work force

in the séhoo] system in order to aété}mine the degree ?o which various

groups are represented. If increased representation of a particular

group is desired, the solution is obvious_and‘mere1y calls for the

commitment of hiring‘pfficia]s to the active recruiting of members e
of the slighted group. Contact with training insgitutions'and a'

1ittle detective workfcould be mbst helpful. .Lewisv(1976b) and

Sommerville (1975) name several riferral agencies. which can be used

as sources for 16cating qualified women and minorities for adminis-

Y o

trative positions. S .
A great deal of research has been conducted on various aspects
of equal opportunity in education. Such research has led to some

interesting findings related to various causal factors such as sex
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role socialization and stereotyping. However, research has also
shown that the most promising strategies for dealing with oroblems
of inequity are direct, "head-on" aroroaches (Kahl, 1979). Socio-
\ cultural factors are not very open to direct intervention. Inter-
' estinq]yi_however, by directly encouraging more women or minorities
\\"‘ -Edﬁéggér fields which have been traditionally dominated by white
\ males, female/minority ro]ebﬁéde1s,may jncrease in number and role
\ stereotyping may be dimin?éhed over time. Thus, the solution to
inequities in education-related professions is the obvious one de-
\ scribed in most of the literature--make a concerted effort to'
\ x actively recruit women and minoritieg w@ga they are not represented

! . 1
\to the degree they shouid be in a part{Eular district.
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